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ABSTRACT 
 
The purpose of the research was to improve the use of electronic human resource 
management in South African businesses by investigating that there is a positive 
impact when implementing e-HRM on the human resource management function. 
 
The research was carried out within a South African business, whose parent 
business concern is based overseas and has branches operating within South 
Africa 
 
The research was significant as it shaped the researcher’s concern as to whether 
electronic human resource would be beneficial to a South African business if the 
business superiors decide to implement e-HRM within their business opinion and 
what impact it would have.  
 
The methodological components that guided the research were a structured 
questionnaire that was distributed by using a combination of convenience, 
snowball, and judgemental sampling techniques.   
 
Certain aspects highlighted in the literature review were used as the framework for 
the development of a questionnaire to assess how people perceive the 
implementation of e-HR on their working environment and if e-HR has helped the 
business run more efficiently and effectively. 
 
Six hypotheses were tested and all were accepted.  The potential for 
generalisations of the findings are that given the potential that e-HRM has for the 
transformation of human resource, it is reasonable to expect that the sizeable 
changes required, both in organisation and mindset, are likely to provoke 
resistance from various end users. 
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What was learned was that HR is often hindered by a multitude of manual, paper 
based processes and transactions, such as tax, payroll and benefits information, 
that are costly, prone to errors and time-consuming to manage.  This makes it 
difficult for HR organisations to focus on higher value business in initiatives that 
may help to drive the profitability and efficiency of the organisations. 
 
The implication of the findings about the impact of the implementation of e-HR on 
the Human Resource Management function was that firms need to figure out how 
to make technology feasible and industrious, as managers and Human Resource 
professionals are responsible for redefining how work at their firms or business 
flow as they need to keep ahead of the information curve and therefore learn how 
to influence information for business results to be more efficient and effective.  The 
theoretical and practical implications of the findings are discussed and 
recommendations based on these findings are provided. 
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CHAPTER 1  :  SCOPE OF THE STUDY 
 
1.1 INTRODUCTION 
 
“New technologies are all around us. From smart appliances to the Internet, the 
way we work and live has been profoundly altered by technology—in less than a 
generation. This is just as true in the field of human resource management (HRM), 
where information technologies have had a significant impact on each of the 
functional areas within our field,” (Huselid, 2004: 119) 
 
In this ‘new economy’ it is inevitable that the ways companies do business are 
managed and organised, will change dramatically.  The population are already 
seeing the impact of Web-technologies such as the Internet, intranets and 
extranets on, for example universal connectivity (Feeny, 2001). 
  
Within our highly competitive, global business environment, Information and 
Communication Technology (ICT) has been widely viewed as a silver bullet for 
achieving competitive advantage. Celebrated anecdotes highlight the key role ICT 
can play in continuously developing more flexible and innovative products and 
customer’s services. Technology has probably therefore become the most critical 
enabling resource in bringing about quantum jumps in organisational performance, 
extending a company’s possible future, and enabling the actualisation of a different 
chosen future. Very often technological innovation makes a life or death difference 
for an organisation (Veldsman, 2002: 184). 
 
With electronic-Human Resource Management (e-HRM), managers can access 
relevant information and data, conduct analyses, make decisions, and 
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communicate with others - and they can do this without consulting a human 
resource (HR) professional unless they choose to do so. For example, a manager 
who wants to make a merit pay decision may access files containing text, audio, 
and video describing how best to make the decision. Then, the manager can 
access the data file containing information on his/her employees. With a click of the 
mouse, the decision is recorded and other departments (such as finance) are 
notified. Hours of processing are reduced to minutes, and much paperwork is 
avoided by the use of this technology (Lengnick-Hall and Moritz; 2003: 366). 
 
Wright and Dyer (2000: 27) concur that new challenges lie ahead for HR 
practitioners in the advent of digital business era. Technology is pushing the 
boundaries of artificial intelligence, speech synthesis, wireless communications, 
and networked virtual reality. Realistic graphics, dialogue, and sensory cues can 
now be stored onto tiny, inexpensive computer chips. These advances have the 
potential for freeing workers from going to a specific location to work and from 
traditional work schedules. But at the same time technologies may result in 
employees being on call twenty – four hours a day, seven days a week. Many 
companies are taking steps to provide more flexible work schedules to protect 
employees’ free time and to more productively use employees’ work time. 
 
Human capital, according to Walker (2001), is the last remaining competitive 
advantage in business. In order to gain a competitive advantage, the way in which 
these human resources are managed has needed to change. Implicit in this 
change, the HR professional’s role is expanding. Responsibilities have evolved 
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from rudimentary personnel activities and policy execution to an operational role in 
giving strategic direction within the organisation (Jones and Arnold, 2003). 
 
1.2 BACKGROUND TO THE STUDY 
 
1.2.1 Definition 
e-HRM definitions have flourished, with little uniformity or agreement in sight. Why 
do we need to understand how researchers define e-HRM? Simply because minor 
switches in terminology (discourse) might result in different directions of studies or 
in diverse subsets of the e-HRM target population. 
 
Some definitions see e-HRM as conducting HR transactions using the Internet or 
intranet (Lednick-Hall and Moritz 2003). Consequently, if a researcher is using 
such a definition, it could be argued that value created by e-HRM would likely be 
assessed as improvement of the administrative HR processes. Here, 
transformational outcomes of e-HRM like employee involvement or workforce 
alignment might be ignored.  
 
1.2.2 History 
e-HRM is not a specific stage in the development of HRM, but a choice for an 
approach to HRM. According to Ruël (n.d: 5), Wright and Dyer (2000) distinguish 
three areas of HRM where organisations can choose to ‘offer’ HR services face-to-
face or through an electronic means: transactional HRM, traditional HRM, and 
transformational HRM. Lepak and Snell (1998) make a similar distinction, namely 
operational HRM, relational HRM and transformational HRM. 
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The first area, operational HRM, concerns the basic HR activities in the 
administrative area. One could think of salary administration (payroll) and 
personnel data administration. The second area, relational HRM, concerns more 
advanced HRM activities.  
 
The emphasis here is not on administering, but on HR tools that support basic 
business processes such as recruiting and the selection of new personnel, training, 
performance management and appraisal, and rewards. Transformational HRM, the 
third area concerns HRM activities with a strategic character. Here we are talking 
about activities regarding organisational change processes, strategic re-orientation, 
strategic competence management, and strategic knowledge management. 
 
The areas mentioned could also be considered as types of HRM that can be 
observed in practice. In some organisations, the HRM emphasis is on 
administration and registration, in others on the application of operational HRM 
instruments, and in a third group the HRM stress is on its strategic role. Within all 
the types of HRM, choices can be made in terms of which HRM activities will be 
offered face-to-face, and which will be offered through web-based HR (e-enabled). 
This question, for the operational type of HRM, provides the choice between asking 
employees to keep their own personal data up-to-date through an HR website or to 
have an administrative force in place to do this. For relational HRM there is the 
choice between supporting recruitment and selection through a web-based 
application or using a paper-based approach (through advertisements, paper-
based application forms and letters et cetera). Finally, in terms of transformational 
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HRM, it is possible to create a change-ready workforce through an integrated set of 
web-based tools that enables the workforce to develop in line with the company’s 
strategic choices or to have paper-based materials. In cases where an organisation 
consciously and in a focused way chooses to put in place web technology for HRM 
purposes, based upon the idea that management and employees should play an 
active role in carrying out HR work, we can speak of e-HRM. With this line of 
reasoning, three types of e-HRM can be distinguished: Operational e-HRM, 
Relational e-HRM, and Transformational e-HRM (Wright and Dyer, 2000). 
 
1.3 PROBLEM STATEMENT 
 
Therefore the management dilemma is that global and national changes are 
impacting the South African business environment and subsequently influence how 
human resources are managed.  
 
For the HR function, e-HR has the potential to affect both efficiency and 
effectiveness. E-HR also provides the HR function the opportunity to create new 
avenues for contributing to organisational effectiveness through such means as 
knowledge management and the creation of intellectual and social capital 
(Lengnick-Hall and Moritz, 2003: 366). 
 
Against the background of the above-mentioned research gaps, the present study 
conducts a quantitative analysis on the impact of the implementation of e-HRM on 
the HRM function. This is done in order to make recommendations that will 
improve the use of e-HR and how this will affect the HRM function of the company.  
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1.4 RESEARCH OBJECTIVES 
 
1.4.1 Primary objective 
The primary objective of the study is to improve the use of e-HR in South African 
businesses by investigating if there is a positive impact when implementing e- 
HRM on the HRM function. 
 
1.4.2 Secondary research objective 
To achieve the primary objective of showing that there could be a positive impact 
when implementing the use of e-HR; the following secondary objective was 
pursued: 
• The implications of the above-mentioned investigations for strategic 
management of the e-HR process in South African businesses. 
 
1.4.3 Research design objective 
• A secondary literature review on the nature, benefits and disadvantages of 
the impact of the implementation of e-HRM on the HRM function.  
• Based on the secondary, to construct a questionnaire which will be used to 
collect the primary data on the impact of the implementation of e-HRM on the 
HRM function.  
• A focus group of 5 participants each in order to pilot test and improve the 
questionnaire. 
• Execute the data collection process by mailing and delivering the 
questionnaires to a stratified sample of at least 100 respondents in the 
selected business. 
• Capture the data on the Microsoft Excel computer software program. 
• Analyse the data using the STATISTICA version 10.0 (2011) computer 
software program. 
 7 
 
• Interpret the findings and made conclusions. 
• Provide recommendations to the executive management of the businesses 
that was consulted. 
 
1.5 KEY ASSUMPTIONS 
 
The literature sourced on electronic HRM has mostly been written by non-South 
African authors.  It is, thus, necessary to make the deduction that most of the 
approaches and strategies would be relevant in the South African business 
environment. 
 
It has also been assumed that the approaches employed by South African 
businesses when implementing their electronic human resource (e-HR) systems 
followed procedures acquired from their head office structure based overseas or 
companies offering a system that is a comprehensive HRM system (people 
management, work structure management with organisation structures and jobs, 
assignment management) with advanced frameworks for comprehensive 
management of human resources, including added value modules:  recruitment, 
career management, employee performance management, learning management, 
absence planning, business process automation, reports, analysis and statistics.   
     
1.6 RESEARCH METHODOLOGY 
 
Research paradigm is a framework that will guide how research should be 
conducted, based on people’s philosophies and their assumptions about the world 
and the nature of knowledge (Collis and Hussey, 2009).   
 
Two types of paradigms have been acknowledged, namely the qualitative and 
quantitative paradigms.  
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Qualitative paradigm is concerned with qualities and non-numerical characteristics 
while a quantitative paradigm is all about data that is collected in a numerical form. 
Interpretivism paradigm tends to produce a qualitative data and a positivistic 
paradigm tends to produce a quantitative data (Collis and Hussey, 2009).   
 
Quantitative theory is an objective approach, focus on measuring phenomena, 
collecting and analysing numerical data by applying statistical tests; while 
qualitative theory is a subjective approach and focuses on describing the 
phenomena. 
 
The main advantage of a quantitative approach to data anthology is the relative 
simplicity and speediness which the date can be collected. In this paradigm it is 
possible to use large samples while in a qualitative paradigm sample size may be 
undersized. For example a case study may consist of one respondent. A qualitative 
data collection method can be expensive and time consuming, although it can be 
argued that qualitative data provide a more authentic basis for explanation and 
analysis. 
 
The research project will follow a quantitative paradigm because of the nature of 
the problem statement which requires the researcher to measure the impact of the 
implementation of e-HRM on the HRM function. 
 
Validity and reliability are essential criteria for quality in quantitative research 
(Golafshani, 2003).  Validity is concerned with whether or not a mechanism, or in 
this case, the questionnaire, measures what it purports to measure and must be 
attained.  Validity in terms of the literature review can be attained by ensuring that 
the literature used relates to the research, validity is ensured through the use of an 
appropriate questionnaire.  Reliability is concerned with repeatability of a study.   
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A proper research strategy should be adopted before the research instrument 
could be chosen or developed.  First, it is important to know what the researcher 
wants to achieve with the research. Do the researchers want to understand or 
explain phenomena? Positivistic research is aimed to explain phenomena, as 
interpretive research is aimed to understand phenomena (Bondarouk and Ruël, 
2006). 
 
1.6.1 Research paradigm 
In order to understand the dynamics of the study, it is crucial to ascertain what the 
research variables are. The independent variable is defined as the variable that 
influences the dependent variable in either a positive or a negative way (Sekaran, 
1992). 
 
The primary objective of the study is to improve the use of e-HR in South African 
businesses by investigating that there is a positive impact when implementing e- 
HRM on the HRM function. 
 
As e-HRM is a relatively new area of HRM in South Africa, it was deemed 
appropriate to use a quantitative, exploratory research design. Structured 
questionnaires will be used as the data collection method. For the purpose of this 
study, the units of analysis are individuals (HR professionals, line managers and 
employees who come in contact with using e-HR systems) and groups. 
 
It has been shown in the literature that there are as many benefits as pitfalls to 
implementing electronic HRM applications (Lengnick-Hall and Moritz, 2003; 
Strohmeier, 2007; Wright and Dyer, 2000).  
 
South Africa is still in its first phase of adopting these tools. It is imperative that 
international evidence of the success, failure and learning from the use of e-HRM 
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is incorporated into the execution of these systems in South Africa. South African 
organisations have the advantage of learning from the trials and errors of 
international companies. 
 
1.6.2 Data Collection 
Information will be acquired from both primary and secondary data sources. 
 
Primary data will be collected by means of a questionnaire comprising of two 
sections on demographic characteristics and the main HRM functions.  The 
questionnaire provides an effective way of collecting responses from a large 
number of the general population who may be beyond the physical reach of the 
researcher.  A closed-ended questionnaire will be used as this is quicker to 
complete for the individual.  To determine the respondents’ opinions a rating scale 
will be used on the questions asked in the questionnaire.  
 
The secondary data sources will comprise of books, journals and magazine 
articles, electronic databases and the Internet.  In addition, data searches will be 
conducted through the library of the Nelson Mandela Metropolitan University 
(NMMU) using EBSCOHOST.   
 
1.6.3 Data Analysis 
Data will be captured and processed with Microsoft Excel computer software 
program and analysed using the STATISTICA Version 10.0 (2011) computer 
software program.  The outcome of the analysis will be integrated with the 
hypothesis generated by the researcher. 
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1.6.4 The sample 
Sampling will be used as it has the following advantages when determining the 
research: 
• Done at a lower cost. 
• Greater accuracy of results through investigation of better information. 
• Better interviewing (testing), through investigation of missing, wrong and 
suspicious information. 
• Better supervision. 
• Better processing. 
• Greater speed of data collection. 
• Availability of population elements. 
 
A structured questionnaire will be distributed by using a combination of 
convenience, snowball, and judgemental sampling techniques.  These techniques 
allows for contact to be made with members of the sample who, in turn, identify 
further members of the sample population, strength of their experience of the 
phenomenon under study, their convenient accessibility and proximity to the 
researcher.  The potential respondents can then contacted by the researcher.  This 
process will be repeated until a sufficient number of respondents are identified.  
This technique allows for an effective means of researching either small 
populations or populations that where difficult to identify.  Anonymity and 
confidentiality will be strictly guaranteed. 
 
1.6.5 The measuring instrument 
The items on the questionnaire will be generated based upon suggestions 
developed from review of the previous literature readings and from a study done by 
Jovita in 2008 focusing on a study of e-HRM with reference to cognizant 
technology solutions Indian Private Limited.  
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The questionnaire consists of two main sections, which can be described as 
follows: 
 
Section one will be made up of closed questions where the choice of possible 
answers was decided by the researcher, with respondents being asked to select 
one option from the given list. In section one, biographical and occupational 
information on the respondent will be collected, specifically including data 
regarding age, gender, race and educational qualification. 
 
Section two also consists of closed-ended questions. The e-HR tool usage section 
of the questionnaire was designed to measure actual usage of the e-HR tool within 
the company for the different components of the HR processes.  The scale used in 
the e-HR attitudinal measure is a five-point Likert-type scale. 
 
Respondents will be presented with five alternate responses to each question on 
an agree/disagree continuum. The options will be as follows: 
 
A = Strongly disagree 
B = Disagree 
C = Neither agree nor disagree 
D = Agree 
E = Strongly agree 
 
1.7 HYPOTHESIS 
 
Investigations will focus on the relationships among the variables included in the 
present study.  The following null hypotheses were formulated in this regard: 
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HO1: Employing e-HR technology within the resource management function does 
 not help the function run more efficiently.   
 
HO2:  Employing e-HR technology within the compensation and rewards  
 management function does not help the function run more efficiently. 
 
HO3: Employing e-HR technology within the performance management function 
 does not help the function run more efficiently. 
  
HO4: Employing e-HR technology within the training and development  
 management function does not help the function run more efficiently. 
 
HO5: There is no positive impact on employee relations when e-HR technology is 
 used. 
 
HO6: There is no positive impact on the productivity when working with e-HR 
 technology.  
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Figure 1.1 Graphical illustration of null hypothesis 
Source: Model developed by researcher 
 
1.8 STRUCTURE OF THIS RESEARCH  
 
The following comprise the various chapters contained in this research. 
 
Chapter 1: The first chapter outlines the scope of the study.  
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Chapter 2: Chapter 2 discusses the literature review / theoretical framework.   
 
Chapter 3: Chapter 3 discusses the determinedness of the independent  
  variables and the theoretical model to improve the dependant  
  variable.   
 
Chapter 4: Chapter 4 discusses the research design and methodology of the  
   study.   
 
Chapter 5: Chapter 5 discusses the empirical results and the final chapter;  
 
Chapter 6: Chapter 6 includes the summary, conclusions and recommendations 
  for the managerial implications discussed; recommendations for  
  future research arising from these results will also be presented. 
 
1.9 CHAPTER SUMMARY 
 
The aim of this chapter was to introduce the concept of e-HR with a background to 
the study followed by a definition and history of how e-HR came about.  This was 
followed by a summary of the relevance of the research topic; the approach used 
and was further outlined and defined by the research structure.  The hypothesis 
was formulated by addressing the research gaps.  
 
The following chapter (Chapter 2) will address the literature concerned with this 
study, the nature, importance and the factors effecting the implementation of e-
HRM. 
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CHAPTER 2 :  LITERATURE REVIEW 
 
2.1 INTRODUCTION 
 
Ulrich (1997: 13) said that technology will dramatically affect how and where work 
is done, through teleconferencing, telecommuting, and shared data sources.  
Proximity was critical when a firm’s boundaries were geographical.  With the new 
technology, employees may work at home, in remote locations, or dispersed in 
customer offices and still remain connected to the business.  Technology has 
redefined work time. 
 
Strohmeier (2007: 19) said that the rapid development of the Internet during the 
last decade has also boosted the implementation and application of e-HRM. 
  
The subject of the research is important because nowadays, companies seek 
possibilities to run HR operations more efficiently. The combination of the need to 
work more efficiently on the one hand and the possibilities of current information 
and communication technology on the other, have resulted in the swift 
development of e-HR systems (Stanton and Coovert, 2004; Fletcher, 2005).  The 
introduction of e-HRM is expected to facilitate a more efficient and strategic way of 
working for HR professionals (Gardner, Lepak and Bartol, 2003; Shrivastava and 
Shaw, 2003). 
 
Research evidence suggests that in many organisations e-HRM has led to radical 
redistribution of what managers do.  Many of the reporting activities, previously 
performed by HR professionals, now can be performed by managers and 
employees on-line (Ruël, Bondarouk and Looise, 2004; Ruta, 2005).  On their 
desktops, managers have to perform appraisals, evaluate employee costs, and 
generate HR reports (turnover, absenteeism), process training requests and 
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competence management.  Employees have access to everything they need to 
change and manage their personal files, plan their development, process financial 
documents, and apply for new jobs (Roehling, Boswell, Caligiuri, Feldman, 
Graham, Guthrie, Morishima and Tansky, 2005). 
 
2.2 THE NATURE OF THE IMPACT OF THE IMPLEMENTATION OF E-HRM 
ON THE HRM FUNCTION 
 
Ruël (n.d: 3) maintained that e-HRM is a way of implementing HR strategies, 
policies, and practices in organisations through a conscious and directed support 
of and / or with the full use of web-technology-based channels.  The word 
‘implementing in this context has a broad meaning, such as making something 
work, putting something into practice, or having something realised.  e-HRM, 
therefore, is a concept - a way of ‘doing’ HRM. 
 
South Africa is still relevantly new in the adoption or the initial stages of adopting 
electronic HRM in their business operations.  It is imperative that international 
evidence of the success, failure and learning form the use of e-HRM is 
incorporated into the execution of these systems in South Africa as there are 
changes taking place in the IT environment within South Africa.  South African 
business have an advantage of learning from the trials and errors of international 
companies, as there will be lots of hurdles that will be met along the way. 
 
2.2.1 e-HRM goals 
What are the goals and decisions that drive an organisation when deciding to use 
or implement an e-HR system?  Lepak and Snell (1998) ‘confirmed’ in a scientific 
article written in the Human Resource Management Review about the four 
‘pressures’:  
• HRM departments are asked to focus on strategic questions 
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• These departments need to be flexible in terms of policymaking and practices 
• HRM departments should work efficiently and be aware of costs and fourthly 
• HRM departments should be service-orientated towards management and 
employees. 
 
Ruël (n.d: 5) reduced the reasons or goals of organisations making steps towards 
e-HRM to three types of goals, namely: 
• Improving the strategic orientation of HRM 
• Cost reduction / efficiency gains and 
• Client service improvement / facilitating management and employees. 
 
Ruël based this division of objectives in line with the conclusion of an annual study 
on e-HRM in the United States that was conducted by a consultancy firm of 
Watson Wyatt.  The results from their 2002 study show that companies that had 
invested in e-HRM, and there were many, were driven by the aim of improving the 
strategic role of HRM, reducing administrative HR work, and improving employees’ 
satisfaction with HRM services.   
 
These three goals are essentially the building blocks for the e-HRM research 
model that Ruël, Bondarouk and Looise developed. 
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Figure 2.1 The e-HRM Model 
Source: Ruël, Bondarouk, and Looise (2004:7) 
 
(Gardner et al, 2003; Ruël et al, 2004; Ruta, 2005) in their findings supplement 
these goals with globalisation as a driving e-HRM force in international large 
organisations, but also show that those goals are not clearly defined in practice, 
and that e-HRM is mostly directed at cost reductions and efficiency of HR services, 
and least – at strategic orientation of HRM. 
 
Therefore one can conclude from Bondarouk and Ruëls’ (2006) reasons or goals of 
organisations making steps towards e-HRM: 
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• Improving the strategic orientation of HRM 
• Cost reduction / efficiency gains 
• Client service improvement / facilitating management and employees 
• Globalisation 
 
In view of Ruël et al. (2004), a move towards e-HRM can provide the tools to 
support this development. 
 
2.2.2 Definitions / conceptualisation of e-HRM 
Ulrich (1997: 12) believed that one of the competitive challenges ahead would be 
technology. 
 
E-HR requires an integrated human resource information system (HRIS).  Stone 
(2002) came to a conclusion that HRIS is much more than a computerised record 
of employee information. It is an integral approach to acquiring, storing, analyzing 
and controlling the flow of HR information throughout an organisation. The primary 
purpose of HRIS is to assist both human resource manager and line managers in 
decision making using computers to systematically generated accurate, timely and 
related information to achieve organisational strategic business objectives. If HRIS 
is related to the organisational strategic business and HR objectives, it gives more 
strategic advantages. 
 
Whereas Strohmeier (2007: 20), defined e-HRM as the planning, implementation 
and application of IT for both networking and supporting at least two individual or 
collective actors in their shared performing of HR activities. 
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Ruël (n.d: 2) came to a conclusion;  
 
“That there is a fundamental difference between HRIS and e-HR in that basically 
HRIS are directed towards the HR department itself.  Users of these systems are 
mainly HR staff.  These types of systems aim to improve the processes within the 
HR departments itself, albeit in order to improve the service towards the business.  
With e-HR, the target group is not the HR staff but people outside this department:  
the employees and management.  HRM services are being offered through an 
Internet for use by employees.  The difference between HRIS and e-HR can be 
identified as the switch from the automation of HR services towards technological 
support of information on HR services.  Technically speaking, it can be said that e-
HR is the technical unlocking of HRIS for all employees of an organisation.”   
 
Ruël et al (2004) defined e-HRM as the directed and IT-networked communications 
from the employer to employees about HRM content.  This definition resonates 
findings from earlier research that e-HRM directly involves all employees in HRM 
processes due to the technology networks, and gives the opportunity to HR 
professionals to mainly focus on encouraging desired employees’ behaviours.  
 
2.2.3 Types of e-HRM 
e-HRM is not a specific stage in the development of HRM, but a choice for an 
approach to HRM. Wright and Dyer (2000) distinguish three areas of HRM where 
organisations can choose to ‘offer’ HR services face-to-face or through an 
electronic means: transactional HRM, traditional HRM, and transformational HRM. 
Lepak and Snell (1998) make a similar distinction, namely operational HRM, 
relational HRM and transformational HRM.   
 
Lengnick-Hall and Moritz (2003: 368) came to the conclusion that e-HR can be 
characterised by three forms:  information, automation, and transformation.  What 
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form an organisation adopts is likely influenced by such factors as the availability 
and accessibility of personal computers with broadband connections, the 
proportion of an organisation’s employees who are computer – and Internet-literate 
and the number of human resource professionals and information technology (IT) 
specialist with the expertise to design and implement custom-fitted solutions for 
their organisation.   
 
There are different approaches to e-HRM which was researched and identified and 
is tabulated in table 2.1. 
 
RESEARCH BY 
APPROACHES TO E-HRM 
Approach 1 Approach 
2 
Approach 3 
Martin, Reddington and Alexander 
(2008)  
Operational Relational Transformational 
Strohmeier (2007) Operational Relational Transformational 
Bondarouk and Ruël (2006) Operational Relational Transformational 
Lengnick-Hall and Moritz (2003) Publishing  Automation  Transformation 
Wright and Dyer (2000) Transactional  Traditional Transformational 
Lepak and Snell (1998) Operational Relational Transformational 
 
Table 2.1 Types of e-HRM 
Source:        Adapted from Shane, L. (2009: 33) 
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2.2.4 Approaches to the implementation of e-HRM 
DeNisi and Griffin (2005) said that the widespread use of electronic technology and 
the Internet has not drastically affected the basic approach to how we manage HR, 
but it has certainly had a major effect on how many HRM systems are delivered. 
 
A CedarCrestone (2005) survey conducted by HR consultants in 2005 suggests 
that both the number of organisations adopting e-HRM and the depth of 
applications within the organisations are continually increasing. 
 
Some of the different e-HR applications that one will find are: 
 
• electronic-recruitment (e-recruitment) and electronic-selection 
• electronic-company based training 
• electronic-learning(e-learning) (continuous learning – learning organisation) 
• electronic-performance management (e-performance management) and lastly 
• electronic-compensation (e-compensation) 
 
2.2.4.1 e-recruitment  
According to Ulrich (2000), the system is to implement HR strategies by using web 
technology-based. The system is aimed to find right and professional candidates 
that can fit to their organisations as well. The system is well-known as e-
recruitment. In e-recruitment system, the company usually sets up a management 
process when they think that they need to hire new persons. This system is 
actually the same as the traditional system, but all the processes will be done by 
using the Internet and web systems. The test and interview will be done online.  
 
In an article written by McConnell (2002), she noted that in 1998, 29 percent of the 
Fortune 500 companies generated applicants through their websites, but that rate 
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rose to 88 percent at the beginning of 2001.  The same article also reported that 34 
percent of these companies accepted applications only through their websites.   
 
As mentioned in the two articles (Annexure 3 pg. 106 and Annexure 4 pg. 108) one 
can acquire some insight from the two different scenarios from using computers to 
hire people and how companies are making internships go virtual. 
 
DeNisi and Griffin (2005) mentioned that there are wide varieties of reasons why 
we have experienced such an explosion in e-recruiting: 
• e-recruiting is cost effective:   Cappelli (2001) said that many organisations 
are starting their own websites that include job postings.  These organisations 
find that they can reach potential applicants and that they can use these 
websites as marketing tools.  
• Electronic advertisements reach larger numbers of applicants:  Internet allows 
an organisation instant access to a global pool of potential applicants.  Many 
applicants are now posting their résumés (or websumés) on their own home 
pages as a means of trying to sell themselves to companies.  There is no 
question that the numbers of persons reached by advertisements on the 
Internet will continue to grow dramatically. 
• e-recruiting saves time:  Allows for e-mail questions and answers as well as 
electronic submission of résumés – all in a matter of minutes.  An example 
would be at Gillette Co. all current employees can read the company 
philosophy, learn about openings within the company, and apply for the jobs 
for which they are qualified in a few minutes on the company intranet.  Office 
workers can do so on their work computers, while manufacturing employees 
can do so at computer kiosks located around the shop floor.     
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Figure 2.2  A typical e-recruitment / e-selection process  
Source:      Gueutal and Stone (Eds).:  (2005: 89)  
 
2.2.4.2 e-learning / training 
 
Technology has reshaped the way many companies deliver training to their 
employees.  For example, computer-assisted instruction was impossible before the 
advent of computers.  Indeed, it has only been within the last few years, with the 
widespread adoption of personal computers, that computer-assisted instruction has 
become widely used (Tyler, 2002). 
 
There are many advantages to this process. Firstly, this type of training is not as 
time-consuming compared to many other training programmes which can take up 
to a full week. Secondly, organisational value or necessary competency is 
communicated. Thirdly, there will be no travel required, and fourthly, the training 
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will be short and to the point where a critical piece of information will be 
communicated.  Finally, this type of training is proactive rather than reactive.  
 
It is clear that technology allows for organisations to deliver training and 
development for some skills or knowledge faster, more efficiently, and probably 
more effectively. It can merge training, communication, and immediate response to 
strategic plans, and do so quickly (Wright and Dyer, 2000). 
 
Ensher, Nielson and Grant-Vallone (2002) identified many benefits associated with 
using e-HRM for training and development purposes, namely cost reduction by 
eliminating the costs associated with travel, time away from work, training material 
and refresher courses. Another identified advantage is that e-Learning may 
promote better, more effective learning, as there are no time limitations and 
training effectiveness can be tracked more effectively.  The final advantage is that 
training can be delivered anywhere at any time. 
  
2.2.4.3 e-performance management 
Brewster, Carey, Grobler, Holland and Wärnich (2008) said that there is no doubt 
that employers want employees who perform their jobs well.  An effective 
performance-management system increases the likelihood of such performance.  
However, to date, the performance-management process has largely been a paper 
exercise, which has become fairly cumbersome in many organisations.  With the 
arrival of the World Wide Web, intranets, and extranets, performance management 
can now take place through the direct involvement of technology.  It is important 
that, when using technology in this area, managers make sure that employees are 
satisfied with the system that is that they feel that they are being treated fairly. 
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According to Cardy and Miller (2005), adapted from, “The brave new world of e-
HR”, written by Gueutal and Stone the following two ways how technology can 
contribute to performance management is: 
• Measurement via computer monitoring and  
• The use of technology as a tool to facilitate the process of writing reviews or 
generating performance feedback. 
 
Thus, the numerous benefits of online performance appraisal are clear, but 
companies can reap them only if they consider the issues of trust, fairness, system 
factors, computer literacy, and training of both the ratters and the rates (Brewster 
et al., 2008) 
 
2.2.4.4 e-compensation 
According to Dulebohn and Marler (2005), for many employees, a lifelong 
commitment to one employer is no longer an option. 
 
This view holds serious implications for companies.  Without talented staff, 
companies cannot realise organisational competitiveness.  Thus, the role of 
compensation has become an important tool for attracting, retaining, and 
motivating the talent needed for survival over the long term.  The management of 
this process has, in view of technological developments within the HRM field, also 
undergone major changes and today the literature refers to e-compensation. 
(Brewster et al., 2008) 
 
According to Dulebohn and Marler (2005), e-compensation tools can enhance the 
practice of designing and administering compensation programmes in three ways: 
• The tools can increase access to critical information on compensation, 
without the need to involve specialised IT staff – users can simply access key 
information on an as-needed basis 
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• The tools enable around-the-clock availability of meaningful compensation 
information to senior managers, HR managers and employees 
• The tools can streamline cumbersome bureaucratic tasks, through the 
introduction of workflow functionality and real-time information processing. 
 
The tools thus enable an organisation to gather, store, manipulate, analyse, utilise 
and distribute compensation data and information.  Thus, what distinguishes e-
compensation from previous compensation software is that e-compensation is Web 
based, rather than client-server based or stand-alone personal computer (PC)-
based.  It allows managers and employees to perform data entry and data 
processing remotely, e.g. through self-service portals, (Brewster et al. 2008: 255). 
 
2.3 IMPORTANCE OF THE IMPLEMENTATION OF E-HRM 
 
When a business considers adoption and deployment of e-HRM, the current 
discovered and acknowledged advantages could provide significant premises for 
implementation of e-HRM in an organisation. Put bluntly, the implementation of e-
HRM does have the potential to affect efficiency and effectiveness in the key HR 
processes (Lengnick-Hall and Moritz, 2003: 366). 
 
Voermans and van Veldhoven (2007) conducted a study on attitude towards e-
HRM.  They utilized an online questionnaire, in which 99 managers and 257 
employees within Philips (Electronics) Netherlands participated. They found that 
differences in perceived usability of current IT systems, as well as the preferred HR 
roles strategic partner (high preference) and employee champion (low preference), 
were related to a positive attitude towards e-HRM systems. For managers, user 
support was also found to be a predictor of a positive attitude towards e-HRM. 
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Ruël, Bondarouk, Van der Velde, (2007) examined the contribution of e-HRM to 
HRM effectiveness. They conducted their study in the Ministry of Internal Affairs in 
The Netherlands, where e-HRM in the form of employee self-service applications 
was introduced. They found that individual assessment of e-HRM applications 
influences HRM technical and strategic effectiveness. This is especially so in the 
perceived quality of the content and the structure of e-HRM applications which 
have a significant and positive effect on technical and strategic HRM effectiveness. 
They also found that the basic expectations are that using e-HRM will decrease 
costs, will improve the HR service level and will give the HR department space to 
become a strategic partner. 
 
Ruël et al. (2004) conducted an explorative empirical study in five large companies 
on web-based HRM. They concluded that the goals of e-HRM are mainly to 
improve HR’s administrative efficiency/to achieve cost reduction. They also found 
that international companies seem to use the introduction of e-HRM to 
standardize/harmonize HR policies and processes. Further, there is a "gap" 
between e-HRM in a technical sense and e-HRM in a practical sense in the five 
companies involved in their study. Finally, e-HRM hardly helped to improve 
employee competences, but resulted in cost reduction and a reduction of the 
administrative burden. 
 
2.4 FACTORS EFFECTING THE IMPLEMENTATION OF E-HRM 
 
Given the potential that e-HRM has for the transformation of HRM, it is reasonable 
to expect that the sizeable changes required, both in organisation and mindset, are 
likely to provoke resistance from various end users. 
 
Kavanagh, Gueutal and Tannenbaum (1990: 325), have said that the successful 
HR professional must be part HR generalist, part HR functional specialist, part 
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consultant, part business manager, and must be able to understand and be 
comfortable using information systems, today and in the future. 
 
While some organisations may take an evolutionary approach to implementing e-
HR (moving from publishing information to automating transactions to 
transformation), others may adopt for a more quantum change and more directly to 
transforming the HR function.  Since e-HR is both time-consuming and expensive 
for most organisations the first step is to convince decision makers that the benefits 
are greater than the costs (Lengnick-Hall and Moritz, 2003: 368). 
 
Ruël (n.d: 14) said that guaranteeing the security and confidentiality of input data is 
an important issue for employees in order that they feel ‘safe’ when using web-
based HR tools.  IT and the like have the image that they make it easy for one to 
be checked upon and observed by ‘invisible third parties’.  He also came to the 
conclusion there is also a danger of information overkill through an HR intranet.  
He stated without clear and easy structure, employees and line managers can be 
afraid of spending excessive time exploring web-based HR tools.  An example 
given in Ruël’s conclusion at IBM, employees and line managers felt that the HR 
intranet site contained too much information in a form that was difficult to 
comprehend.  Therefore they tended to call the HR call center to get answers to 
their immediate HR-related questions rather than search the HR site and strikingly, 
the HR call center assistants would use the same source, the HR intranet site, to 
find the answers.  
 
Given some of the consequences mentioned, a few have been highlighted 
regarding the HR functions of an organisation that could limit the effective 
management and administration of e-HRM. 
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2.2.4 Limitations to e-recruitment 
DeNisi and Griffin (2005) noted that it should not be surprising to learn that, 
although electronic recruiting offers many advantages, some costs are involved.  
The obvious problem with reaching a broad set of potential applicants is that many 
people may apply for a job when they are not really qualified.  In fact, nearly one-
third of the HR managers in a recent survey indicated that Internet recruitment 
caused additional work because staff members had to sift through résumés from 
unqualified people and had to respond to the barrage of e-mail messages that 
some job postings can generate. 
 
Cappelli (2001), although e-recruiting can offer a company many advantages, it 
seems that potential job seekers who visit company websites do not always come 
away happy.  Many users report that company websites are difficult to navigate or 
are sloppy, while others complain that it is difficult to apply for a job at the website. 
 
2.2.5 Limitations to e-learning / training 
Though e-learning may have numerous advantages this mode of learning also has 
pitfalls. According to a survey in the September 2003 issue of Training magazine 
39 percent of organisations responding, cited cost as a significant reason for 
limiting the use of e-learning (Hequet, 2003).  However Bozarth (2005) notes that 
the belief that costs of starting and using e-learning are high is the limiting factor 
that is not necessarily reality. Christner (2003) cautions that e-learning has a lack 
of social presence and this could be a stumbling block to learning. Christner (2003) 
also observed that it takes a longer time for trust to be established amongst e-
learners. 
 
A dilemma is posed by the fact that the very technology that makes online learning 
possible can constitute a hurdle as online learners need certain types of hardware, 
technical support and fast Internet connection (Abell and Foletta, 2002).  Jackson 
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(2001) eludes the problem of bandwidth as a limitation that restricts instructional 
methodologies.  
 
Problems with the language in course materials, lack of confidence in the ability to 
participate in e-learning as well as resistance to change are not very relevant to 
learners and only few perceive these as barriers (Mungania, 2003). The top three 
barriers for e-learning are an over commitment to multiple roles and 
responsibilities, the interruptions at home, work or wherever one studies and the 
lack of time to study (Mungania, 2003). 
 
2.2.6 Limitations to e-performance management 
A disadvantage according to Brewster et al. (2008) is that if rates are dissatisfied, 
or perceive a system as unfair, they will have diminished motivation to use the 
evaluation information emanating from the system to improve their performance.  
 
In an article written by Aiello and Kolb (1995: 339), they mentioned an empirical 
study that was conducted that have provided strong evidence linking electronic 
performance management with increased stress (Aiello and Shao, 1993; Amick 
and Smith, 1992; Smith, Carayon, Sanders, Lim, and LeGrande, 1992). In one 
survey of monitored workers, 81 percent of the respondents indicated that 
electronic observation made their jobs more stressful (Gallatin, 1989). 
 
2.5 CHAPTER SUMMARY 
 
It is important for organisations to recognise that, in this electronic age, a company 
website may actually be the first point of contact for an applicant.  The potential 
applicant should find the experience pleasant because this first positive impression 
will make the company seem more attractive as an employer.  On the other hand, if 
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the experience is a frustrating one, many potentially valuable applicants could be 
lost.  
 
Firms need to figure out how to make technology feasible and industrious, as 
managers and HR professionals are responsible for redefining how work at their 
firms or business flow as they need to keep ahead of the information curve and 
therefore learn how to influence information for business results to be more 
efficient and effective. 
 
Certain aspects highlighted in the literature review were used as the framework for 
the development of a questionnaire to assess how people perceive the 
implementation of e-HR on their working environment and if e-HR has helped the 
business run more efficiently and effectively.  
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CHAPTER 3  :  THE THEORETICAL FOUNDATION FOR THE HYPOTHESISED 
MODEL TO IMPROVE THE IMPACT OF THE IMPLEMENTATION OF E-HRM ON 
THE HRM FUNCTION 
 
3.1 INTRODUCTION 
 
A literature study was conducted in Chapter two to identify that it is important to 
recognise that there is a need to run HR operations more effectively and efficiently. 
  
The current chapter focuses on the foundation of the hypothesized model to 
improve the impact of the implementation of e-HRM on the HRM function.  
 
3.2 MEASUREMENTS / CONCEPTUALISATION OF THE INDEPENDENT 
VARIABLES IN THE PRESENT STUDY  
 
For the HR function, e-HRM has the potential to affect both efficiency and 
effectiveness. Efficiency can be affected by reducing cycle times for processing 
paperwork, increasing data accuracy, and reducing HR staff. Effectiveness can be 
affected by improving the capabilities of both managers and employees to make 
better, timelier decisions. e-HRM also provides the HR function the opportunity to 
create new avenues for contributing to organisational effectiveness through such 
means as knowledge management and the creation of intellectual and social 
capital (Lengnick-Hall and Moritz; 2003: 366). 
 
DeNisi and Griffin (2005) said that the widespread use of electronic technology and 
the Internet has not drastically affected the basic approach to how we manage 
human resources, but it has certainly had a major effect on how many HRM 
systems are delivered. 
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HR functions helps build a stronger workforce through better recruiting, training 
and retention, the workforce helps drive the efficiency of the business as a whole.  
And a more productive, efficient and agile business can better respond to 
competitive and market shifts, and be more profitable. 
 
HR are often hindered by a multitude of manual, paper based processes and 
transactions, such as tax, payroll and benefits information, that are costly, prone to 
errors and time-consuming to manage.  This makes it difficult for HR organisations 
to focus on higher value business in initiatives that may help to drive the 
profitability and efficiency of the organisations. 
 
3.3 THE SELECTED DETERMINANTS OF THE INDEPENDENT VARIABLES 
 
When a business considers adoption and deployment of e-HRM, the current 
discovered and acknowledged advantages could provide significant premises for 
implementation of e-HRM in an organisation. Put bluntly, the implementation of e-
HRM does have the potential to affect efficiency and effectiveness in the key HR 
processes (Lengnick-Hall and Moritz, 2003: 366 ). 
 
3.3.1 Determinant One:  Resource Management  
Theoretical foundation underpinning the hypothesized relationship: 
 
H1: Employing e-HR technology within the resource management function helps 
the function run more efficiently. 
  
3.3.2 Determinant Two:  Compensation and Rewards 
Theoretical foundation underpinning the hypothesized relationship: 
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H2: Employing e-HR technology within the compensation and rewards  
 management function helps the function run more efficiently.  
 
3.3.3 Determinant Three:  Performance Management  
Theoretical foundation underpinning the hypothesized relationship: 
 
H3: Employing e-HR technology within the performance management function 
helps the function run more efficiently.  
 
3.3.4 Determinate Four:  Training and Development  
Theoretical foundation underpinning the hypothesized relationship: 
 
H4: Employing e-HR technology within the training and development  
 management function helps the function run more efficiently.   
  
3.3.5 Determinate Five:  Employee Relations  
Theoretical foundation underpinning the hypothesized relationship: 
 
H5: There is a positive impact on employee relations function when e-HR  
 technology is used.   
 
3.3.6 Determinate Five:  Productivity  
Theoretical foundation underpinning the hypothesized relationship: 
 
H6: There is a positive impact on the productivity when working with e-HR 
 technology.   
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Section 3.3.1 to 3.3.6 explained the hypothesised relationship among the variables 
investigated in this study.  These relationships are graphically depicted in figure 
3.1. 
 
Figure 3.1 The hypothesised model to improve the impact of the 
implementation of e-HRM on the HRM Function 
Source:  Model developed by researcher 
 
3.4  CHAPTER SUMMARY 
 
Chapter three outlined the theoretical foundation underpinning the hypothesised 
relationship with the selected determinants of the independent variables in this 
study.  The next chapter will be an overview on the research design employed.  
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CHAPTER 4  :  RESEARCH DESIGN  
 
4.1 INTRODUCTION 
 
The previous chapter has provided relevant information regarding the hypotheses 
of how the functions of the HRM will be influenced when e-HR technology is used.  
 
The current chapter focuses on the purpose of the research and research 
methodology, which is discussed in terms of methods, sampling, research 
instrument, data collection, analysis procedures and the validity and reliability of 
the research. 
 
4.2 PURPOSE OF THE RESEARCH 
 
The purpose of the research is to improve the use of e-HR in South African 
businesses by investigating if there is a positive impact when implementing e- 
HRM on the HRM function and secondly the following objectives were pursued:  
 
• The impact of e-technology on a company’s HRM function and how the 
effects of technology influence key HR functions: recruitment, selection, 
training, performance management and compensation. 
• The implications of the above-mentioned investigations for strategic 
management of the e-HR process in South African businesses. 
 
4.3 RESEARCH METHODOLOGY 
 
Two types of research paradigms have been acknowledged, namely the qualitative 
(interpretivism) and quantitative (positivist) paradigms. 
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Qualitative paradigm is concerned with qualities and non-numerical characteristics 
while a quantitative paradigm is all about data that is collected in a numerical form. 
Interpretivism paradigm tends to produce a qualitative data and a positivistic 
paradigm tends to produce a quantitative data (Collis and Hussey, 2009).   
 
Quantitative theory is an objective approach, focusing on measuring phenomena, 
collecting and analysing numerical data by applying statistical tests; while 
qualitative theory is a subjective approach and focuses on describing the 
phenomena. 
 
One of the main advantages when using a quantitative approach would be the 
relative simplicity and speediness with which data can be collected. 
 
From the above, this is why the nature of the research project would follow a 
quantitative paradigm because of the nature of the problem statement which 
required the researcher to measure the impact of the implementation of e-HRM on 
the HRM function. 
 
The outcome of the research would indicate whether it is sensible for South African 
businesses to improve the use of e-HR by investigating that there is a positive 
impact when implementing e-HRM on their HRM function.   
  
4.3.1 Discussion of the measuring instrument  
Quantitative approach was required, as the data needed was measurable and 
specific.   
 
Researching the Internet a questionnaire was generated and the items on the 
questionnaire were based upon suggestions developed from review of the previous 
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literature readings and from a study done by Jovita in 2008 focusing on a study of 
electronic HRM with reference to cognizant technology solutions Indian Private 
Limited (Jovita, 2008).  
 
A major limitation of the electronic questionnaire is that respondents might not 
provide honest answers and to try and counter this, it was necessary to emphasize 
that the data is confidential, and not personally identifiable. 
 
Another limitation was that people don’t want to answer survey’s or questionnaires 
sent to them via post or fax and to try and counter this, it was necessary to publish 
it on the Nelson Mandela Metropolitan University’s web survey site which they 
could electronically access via a link provided in the e-mail which was sent to them. 
 
4.3.2 Data collecting procedure 
Information was acquired from both primary and secondary data sources. 
 
Primary data was collected by means of a questionnaire comprising of two sections 
on demographic characteristics and the main HRM functions.  The questionnaire 
provides an effective way of collecting responses from a large number of the 
general population who may be beyond the physical reach of the researcher.  A 
closed-ended questionnaire was used as this is quicker to complete for the 
individual completing it.  To determine the respondents’ opinions a rating scale was 
used on the questions created.  
 
Data was gathered via a questionnaire which was mailed electronically to 
approximately 100 people within an international company with branches operating 
within South Africa.   
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The secondary data sources comprised of books, journals and magazine articles, 
electronic databases and the Internet. 
 
4.3.2.1 Questionnaire design 
The four page questionnaire was designed in Microsoft Word, using factors that 
are being used in companies that have adopted e-HRM in their business.  The 
questionnaire was then published online through the Nelson Mandela Metropolitan 
University’s online web-survey facility.    
 
A covering letter accompanied each email with the attached link whereby the 
selected participants could access the questionnaire, briefly outlining the purpose 
of the questionnaire and study, providing precise instructions for completing the 
questionnaire, as well as providing assurance of confidentiality (Annexure 1 pg. 98  
and Annexure 2 pg. 100). 
 
The critical factors within the questionnaire included: demographics, resource 
management, compensation and rewards, performance management, training and 
development, employee relations and general questions. 
 
The questionnaire consists of two main sections, with 36 questions on the whole, 
which can be described as follows: 
 
Section one was made up of closed questions where the choice of possible 
answers was decided by the researcher, with respondents being asked to select 
one option from the given list. In section one, biographical and occupational 
information on the respondent was collected, specifically including data regarding 
gender, race and educational qualification. 
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Section two also consisted of closed-ended questions. The e-HRM tool usage 
section of the questionnaire was designed to measure actual usage of the e-HRM 
tool within the company, as well as the respondent’s preference for manual usage 
versus the use of e-HRM tools for different components of the HR process.  The 
scale used in the e-HRM attitudinal measure is a five-point Likert-type scale. 
 
Respondents were presented with five alternate responses to each question on an 
agree/disagree continuum. The options were as follows: 
 
A = Strongly disagree 
B = Disagree 
C = Neither agree nor disagree 
D = Agree 
E = strongly agree 
 
4.3.2.2 Questionnaire pre-test  
A pre-test was conducted, using five people within HR environments who would 
normally make use of e-HR technology within their companies. 
 
The participants were asked to complete the questionnaire and to please measure 
the time spent from commencement to completion of the questionnaire and most 
were able to complete it in plus minus ten to fifteen minutes.  They were also asked 
to give feedback regarding any problems, such as spelling errors, vague questions 
and suggestions for improvement. 
 
Responses from pre-test individuals were that a few questions were too vague, 
some spelling mistakes and grammar usage, and that the questionnaire was of 
reasonable length and unproblematic to access via the link provided in the e-mail.  
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The comments from the pre-test individuals were taken into account and rectified 
before the questionnaire was sent out to the business.   
  
4.3.2.3 Administration of questionnaire  
The e-mail was submitted to the respondents with a cover letter that was compiled 
to accompany the e-mail with the attached link provided to gain access to the 
questionnaire on-line. 
 
The e-mail was submitted to the first group of potential respondents on the 1 
August 2011 and was requested to that respondents complete the on-line 
questionnaire via the link provided by 20 September 2011.  The e-mail was 
submitted to all potential respondents nominated by the first group of respondents. 
 
In total, 100 emails were submitted to the potential respondents.  One respondent 
was personally known to the researcher, a further 99 potential respondents 
received the on-line questionnaire by means of a combination of convenience, 
snowball and judgemental sampling from the researcher’s indirect network.  The 
compilation of the sample is reflected in Table 4.1.   
 
SOURCE Number of potential respondents 
Researcher’s own network (direct) 1 
Respondents (indirect) (combination of 
convenience, snowball and judgemental 
sampling) 
99 
Total 100 
Table 4.1 Sample sources 
Source: Sample questionnaire  
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4.3.3 Sampling method 
4.3.3.1 Population 
Primary data was collected from a structured questionnaire that was distributed / 
targeted - electronically to HR departments because of their parameters of interest, 
selecting some elements in a population in order to draw conclusions about the 
entire population that might us e-HRM.  Anonymity and confidentiality was strictly 
guaranteed.  
 
4.3.3.2 Sample size and procedure 
Determining the research design by sampling, this was done because of the 
following reasons as it was a lower cost, greater accuracy of results through 
investigation of better information, better interviewing (testing); through 
investigation of missing, wrong, suspicious information; better supervision and 
better processing. 
 
With sampling there is a greater speed of data collection and availability of 
population elements.  
 
A combination of convenience, snowball and judgemental sampling, a non-
probability sampling technique, was used.  This technique allowed for contact to be 
made with members of the sample who, in turn, identifies further members of the 
sample population, strength of their experience of the phenomenon under study 
and their convenient accessibility and proximity to the researcher.  These potential 
respondents were then contacted; both line management and HR professionals.  
The process was repeated until a sufficient number of respondents were identified.  
These techniques allowed for an effective means of researching either small 
populations or populations that are difficult to identify.  The sample needed to have 
had exposure to HR processes. 
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The researcher had assistance from a senior HR talent management practitioner 
that distributed the e-mail with the attached link provided to answer the on-line 
questionnaire to line management and HR professionals. 
 
In total, 100 e-mails with the attached link provided to answer the questionnaire 
was distributed.  Respondents were sent a reminder via e-mail. The final response 
rate was 40 percent. 
  
4.3.4 Data analysis 
After the closing date was concluded, the data was downloaded and exported to 
the researcher’s own network drive, where it was filed.  Microsoft Excel was used 
to analyse the data.  The respondents’ responses were numbered R1 – R40, while 
the questions were labelled according to their appearance on the questionnaire. 
 
The following can be examined and studied in chapter five where the researcher 
gives an explanation regarding the empirical findings of the research project, data 
analysis and interpretation of results.   
       
4.3.5 The validity and reliability of the research 
Validity and reliability are essential criteria for quality in quantitative research 
(Golafshani, 2003).     
 
4.3.5.1 Validity 
Collins and Hussey (2009: 65) define validity as the extent to which the research 
findings accurately reflect the phenomena under study. 
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Validity is concerned with whether or not a mechanism, or in this case, the 
questionnaire, measures what it purports to measure and must be attained.   
 
Validity in terms of the literature review can be attained by ensuring that the 
literature used relates to the research, validity is ensured through the use of an 
appropriate questionnaire referred to the research that was used in the 
methodology to validate the researchers approached when compiling the 
questionnaire.  
 
Validity is likely to be higher in an interpretivist study than a positivist study. 
 
4.3.5.2 Reliability  
Collins and Hussey (2009: 64) define reliability as to the absence of differences in 
the results if the research were repeated. 
 
Reliability is likely to be higher in a positivist study than in a study designed under 
an interpretive paradigm. 
 
The reliability of the questions asked within the questionnaire was designed to be 
as simple as possible for the intended sample, thus to understand and in support of 
the reliability of the questionnaire.   
 
4.4 CHAPTER SUMMARY 
 
Chapter four outlined the research design against the conditions regarding the 
purpose of the research, by introducing the research problem and stating what the 
purpose of the research entailed.  
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Furthermore outlined and discussed under the research methodology; the 
measuring instrument, namely a closed ended questionnaire was explained then 
the data collecting procedure.   
 
Sample methodology was clarified detailing the population and the sample size 
and procedure which involved a combination of convenience, snowball and 
judgemental sampling, a non-probability sampling technique, was used. 
 
Data received and captured, and the later analysis thereof by means of 
STATISTICA Version 10.0 (2011) and Microsoft Excel, was detailed. 
 
Lastly the validity and reliability of the research was examined towards the quality 
of the research that was explored. 
 
The next chapter covers the presentation of the empirical results.  
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CHAPTER 5  :  EMPIRICAL RESULTS 
 
5.1 INTRODUCTION 
 
Chapter four outlined the research design against the conditions regarding the 
purpose of the research, by introducing the research problem and stating what the 
purpose of the research entailed.  
 
The empirical study was conducted in order to investigate if there is a positive 
impact when implementing e-HR on the HRM function. 
 
A combination of convenience, snowball and judgemental sampling, a non-
probability sampling technique, was used with thirty-eight respondents participating 
in the study.  
    
STATISTICA Version 10.0 (2011) software package was used to do the analysis of 
the data.  A summary of the responses received from the respondents to the 
questionnaire is presented in tabular and graphical form and is presented in the 
same sequence as the questions in the survey questionnaire.  Inferential statistics 
will allow the researcher to use these samples to make generalisations about the 
populations from the sample that was drawn, such as frequencies, tables, 
percentages and correlation tests were used in the data analysis and summaries 
and after each sub-section, the results will be discussed. 
 
For analysis purpose, all questionnaire responses were found to be reliable.  The 
chapter concludes with a summary of all the survey sections results.  The 
concluding remarks of this chapter serve to shed more light on the discussion. 
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5.2 THE EMPIRICAL RESULTS 
5.2.1 Analysis and interpretation of results of section A 
The demographic data of the respondents who participated in the research is 
reported in this section.  The demographic data that was collected covers a various 
aspects such as gender, race and educational qualification.  By covering this data 
the researcher gets an understanding of the demographic composition of the 
respondents.  A summary of the biographical data is represented below in tables 
and graphs. 
 
5.2.1.1  Gender 
From table 5.1 and figure 5.1 it can be see that the majority of the respondents are 
female with 52.5 percent and males 47.5 percent 
 
Gender Response Frequency Percentage 
Female 21 52.5 
Male 19 47.5 
Total 40 100 
Table 5.1 Responses according to gender 
Source: Survey questionnaire  
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Figure 5.1 Responses according to gender 
Source: Survey questionnaire  
 
5.2.1.2 Race 
From figure 5.2 it can be seen that the majority of 47.5 percent of the respondents 
where white, 32.5 percent African, 12.5 percent Indian and 7.5 percent where 
Coloured   
 
Race Response Frequency Percentage 
African 13 32.5 
White 19 47.5 
Coloured 3 7.5 
Indian 5 12.5 
Total 40 100 
Table 5.2 Response according to race 
Source: Survey questionnaire  
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Figure 5.2 Race 
Source: Survey questionnaire  
 
5.2.1.3 Educational Qualification  
It is reflected in Table 5.3 and figure 5.3 that 30 percent of the respondents have a 
post graduate degree and 25 percent have a diploma, 20 percent have a degree, 
17.5 percent have a masters degree, 7.5 percent have a high school certificate and 
0 percent have a doctorate degree. 
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Educational Qualification Response Frequency Percentage 
High School Certificate 3 7.5 
Diploma 10 25.0 
Degree 8 20.0 
Post Graduate 12 30.0 
Masters 7 17.5 
Doctorate 0 0.0 
Total 40 100 
Table 5.3 Educational Qualification 
Source: Survey questionnaire  
 
 
Figure 5.3 Educational Qualification 
Source: Survey questionnaire  
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5.2.2 Analysis and interpretation of results of section B 
Section B respondents were asked to rate each of the questions using a Likert-type 
scale.   
 
Section B was split into sub-sections.  Section one = Resource management, 
Section two = Compensation and Rewards, Section three = Performance 
management, Section four = Training and Development, Section five = Employee 
Relations and Section six = General.  Each had questions that the respondent 
were asked to respond whether they strongly disagreed, disagreed, were neutral, 
agreed or strongly agreed.  Numerical values were assigned to enable quantitative 
analysis of the results.  1 = strongly disagree, 2 = disagree, 3 = neither agree nor 
disagree, 4 = agree and 5= strongly agree. 
 
Reliability of the questions presented to the testing sample was statistically 
evaluated using the coefficient alpha.  All sections tested were above 0.7 except 
for compensation and rewards section which was 0.59 (Annexure 6 pg. 118).  
 
Cronbach alpha (1951) is used to test for internal consistency, consistent and 
stable in the measurement scores it produces and expressed on a scale ranging 
from 0 to 1. 
 
Nunnally (1978) said that 0.70 is acceptable reliability but a = 0.50 is acceptable for 
basic or exploratory research. 
 
The strength of the relationship between the variables, Pearson’s correlation 
coefficient test was used to figure out how strong the relationship is (see Annexure 
7 pg. 120 for all results measured). 
 
This coefficient ranges from -1 to 1, including 0.  Values closer to +1 indicate a 
positive relationship. Values closer to -1 indicate a negative relationship. Values 
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closer to 0 represent the absence of a relationship between two variables (Evans, 
2007).  
 
Below is a reference on how to interpret correlation coefficients. Keep in mind that 
the same interpretation also applies to negative correlations. 
 
Source: http://pathwayscourses.samhsa.gov/eval201/eval201_4_pg9.htm 
 
5.2.2.1 Resource management  
Table 5.4 and figure 5.4 tests the contained variables about the how e-HR affects 
the perceptions of the user when working with e-HR in the resource management 
function.  
 
 
 
 
 
 
 
 
 
 
Correlation Coefficient Interpretation 
.00 - .19 
.20 - .39 
.40 - .69 
.70 - .89 
.90 - 1.00 
Slight, almost negligible correlation 
Low, quite small correlation 
Moderate correlation 
High correlation 
Very high correlation 
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Table 5.4 Resource management when using e-HR 
Source: Survey questionnaire  
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Q2-1 
  
The e- HR technology has 
reduced the time and effort 
in preparing the job 
description and job 
specification. 
Count 
2 5 16 15 2 
Percentage 
5 12.5 40 37.5 5 
Q2-2 
  
The pre-selection stage, 
interviewing and other 
assessment activities done 
via e-HR process are 
effective. 
Count 
2 5 15 16 2 
Percentage 
5 12.5 37.5 40 5 
 
Q2-3 
  
The e-recruitment process, 
recruit staff in ways 
consistent with policy. 
Count 4 2 16 16 2 
Percentage 10 5 40 40 5 
Q2-4 
  
The use of e-induction has 
increased the efficiency 
level of the employees 
Count 2 8 18 10 2 
Percentage 5 20 45 25 5 
Q2-5 
  
The candidate application 
maintained and recorded 
online has made the 
applicant tracking system 
easily accessible.  
Count 
1 2 21 13 3 
Percentage 
2.5 5 52.5 32.5 7.5 
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Figure 5.4 Resource management function when using e-HR 
Source: Model developed by researcher 
 
40 percent neither agree nor disagree that e-HR technology has reduced the time 
and effort in preparing the job description and job specification; 37.5 percent agree 
and 12.5 percent disagree. 
 
40 percent agree the pre-selection stage, interviewing and other assessment 
activities done via e-HR process are effective; 37.5 percent neither agree nor 
disagree and 12.5 percent disagree. 
 
40 percent agree and 40 percent neither agree nor disagree that the e-recruitment 
process, recruit staff in ways consistent with policy; five strongly agree where as 
ten percent strongly disagree. 
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45 percent neither agree nor disagree that the use of e-induction has increased the 
efficiency level of the employees and there is only a five percent difference with 20 
percent disagreeing and 25 percent agree with the statement. 
 
Majority of 52.5 percent neither agrees nor disagree that the candidate application 
maintained and recorded online has made the applicant tracking system easily 
accessible but 32.5 percent agree and only five percent disagree with the 
statement. 
 
The strength of the values of the relationships between the variables, highlighted in 
red, seen in Table 5.5, all had a positive relationship as there was no negative 
correlation coefficients.  The Cronbach Alpha Coefficient for this construct is 0.72, 
the aggregate mean is 3.30 and the standard deviation is 0.96, therefore a low 
standard deviation indicates that the data points tend to be very close to the mean. 
 
Correlations (extractresults_27092011_2)
Marked correlations are significant at p < .05000
N=40 (Casewise deletion of missing data)
Variable Means Std.Dev. Q2-1 Q2-2 Q2-3 Q2-4 Q2-5
Q2-1
Q2-2
Q2-3
Q2-4
Q2-5
3.250000 0.926809 1.000000 0.363106 0.288648 0.074185 0.557350
3.275000 0.933356 0.363106 1.000000 0.661963 0.219521 0.370379
3.250000 1.006390 0.288648 0.661963 1.000000 0.259612 0.418518
3.050000 0.932325 0.074185 0.219521 0.259612 1.000000 0.281288
3.375000 0.806623 0.557350 0.370379 0.418518 0.281288 1.000000
 
Table 5.5 Correlation analysis of Resource Management section 
Source: Survey questionnaire  
 
5.2.2.2 Compensation and rewards 
Table 5.6 and figure 5.5 tests the contained variables about the how e-HR affects 
the perceptions of the user when working with e-HR in the compensation and 
rewards function.  
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Table 5.6 Compensation and rewards function when using e-HR 
Source: Survey questionnaire  
 
 
Variable 
Response 
Stro
ngly
 
D
isag
re
e
 
D
isag
re
e
 
N
eith
e
r
 
ag
re
e
 
n
o
r
 
Ag
re
e
 
Stro
ngly
 
ag
re
e
 
Q3-1 
  
The wage and salary 
administration has proved 
effective in the e-HR 
technology. 
Count 
1 2 9 26 2 
Percentage 2.5 5 22.5 65 5 
Q3-2 
  
After implementing e-HR the 
salaries are paid on time 
and more accurately. 
Count 
1 4 8 21 6 
Percentage 2.5 10 20 52.5 15 
Q3-3 
  
The recording of employee 
absence, annual leave and 
sick leave etc via the e-HR 
system has improved the 
payroll process? 
Count 2 6 5 23 4 
Percentage 
5 15 12.5 57.5 10 
Q3-4 
  
The compensation frame 
work implemented by the e- 
HRM allows you to calculate 
incentives and commissions 
for the employees online. 
Count 1 4 17 17 1 
Percentage 
2.5 10 42.5 42.5 2.5 
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Figure 5.5 Compensation and rewards function when using e-HR 
Source: Model developed by researcher 
 
65 percent agreed that the wage and salary administration has proved effective in 
the e-HR technology; 22.5 percent neither agreed nor disagreed; five percent 
disagreed or strongly agreed and 2.5 percent strongly disagreed. 
 
52.5 percent agreed that after implementing e-HR the salaries are paid on time and 
more accurately, 20 percent neither agreed nor disagreed; 15 percent strongly 
agreeing; ten percent disagreeing and 2.5 percent strongly disagreeing with the 
question.   
 
With 57.5 percent, more than half the respondents agreed that the recording of 
employee absence, annual leave and sick leave et cetera via the e-HR system has 
improved the payroll process with five percent strongly disagreeing with the 
question. 
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42.5 percent agree and 42.5 neither disagree nor agree the compensation frame 
work implemented by the e-HR allows you to calculate incentives and commissions 
for the employees online; ten percent disagree and 2.5 strongly disagree. 
 
The strength of the values of the relationships between the variables, highlighted in 
Table 5.7 in red, all had a positive relationship as there was no negative correlation 
coefficients.  The Cronbach Alpha Coefficient for this construct is 0.60, aggregate 
mean was 3.54 and the aggregate standard deviation was 0.88. 
 
Correlations (extractresults_27092011_2)
Marked correlations are significant at p < .05000
N=40 (Casewise deletion of missing data)
Variable Means Std.Dev. Q3-1 Q3-2 Q3-3 Q3-4
Q3-1
Q3-2
Q3-3
Q3-4
3.650000 0.769615 1.000000 0.403986 0.203926 -0.018810
3.675000 0.944281 0.403986 1.000000 0.335682 0.075804
3.525000 1.037440 0.203926 0.335682 1.000000 0.594611
3.325000 0.797030 -0.018810 0.075804 0.594611 1.000000
 
Table 5.7 Correlation analysis of compensation and rewards function  
Source: Survey questionnaire  
 
Summary for scale: Mean=14.1750 Std.Dv.=2.41669 Valid N:40 (extractresults_27092011_2)
Cronbach alpha: .603812 Standardized alpha: .591603
Average inter-item corr.: .280040
variable
Mean if
deleted
Var. if
deleted
StDv. if
deleted
Itm-Totl
Correl.
Alpha if
deleted
Q3-1
Q3-2
Q3-3
Q3-4
10.52500 4.249374 2.061401 0.276886 0.604059
10.50000 3.500000 1.870829 0.379794 0.537322
10.65000 2.727500 1.651514 0.566706 0.363657
10.85000 4.027500 2.006863 0.331611 0.570298
 
 Table 5.8 Cronbach Alpha for compensation and rewards function 
Source: Survey questionnaire  
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5.2.2.3 Performance management 
Table 5.9 and figure 5.6 tests the contained variables about the how e-HR affects 
the perceptions of the user when working with e-HR in the performance 
management function.  
 
Table 5.9 Performance management function when using e-HR 
Source: Survey questionnaire  
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Q4-1 
  
The e-HR technology helps 
in communicating the 
organisational values and 
culture changes made within 
the organisation. 
Count 2 2 19 10 7 
Percentage 5 5 47.5 25 17.5 
Q4-2 
  
The e-HRM has been able 
to select and build high level 
performing teams. 
Count 2 6 19 11 2 
Percentage 5 15 47.5 27.5 5 
Q4-3 
  
E-performance 
management motivates 
personnel and makes them 
feel part of the organisation. 
Count 2 8 12 16 2 
Percentage 5 20 30 40 5 
Q4-4 
  
E- HR technology applies 
long term HR policies to 
improve organisational 
performances. 
Count 1 4 17 16 2 
Percentage 2.5 10 42.5 40 5 
Q4-5 
  
The e-HR system enables 
the business to identify and 
develop individual talents 
and helps to improve 
performance? 
Count 2 6 12 15 5 
Percentage 5 15 30 37.5 12.5 
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Figure 5.6 Performance management function when using e-HR 
Source: Model developed by researcher 
 
47.5 percent neither agree nor disagree that e-HR technology helps in 
communicating the organisational values and culture changes made within the 
organisation; 25 percent agreed; 17.5 percent strongly agreed; and five percent 
disagreed and strongly disagreed. 
 
47.5 percent neither agree nor disagree that e-HR has been able to select and 
build high level performing teams; 27.5 percent agree; 15 percent disagree and five 
percent strongly disagree and strongly agree. 
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40 percent agree that e-performance management motivates personnel and makes 
them feel part of the organisation; 30 percent neither agree nor disagree; 20 
disagree; and five percent strongly disagree and strongly agreed. 
 
42.5 percent neither agree nor disagree that e-HR technology applies long term 
HR policies to improve organisational performances, 40 percent agree; ten percent 
disagree; five percent strongly agree and 2.5 percent strongly disagree. 
 
37.5 percent agree that the e-HR system enables the business to identify and 
develop individual talents and helps to improve performance; 30 percent neither 
agree nor disagree; 15 percent disagree; 12.5 strongly agree and only five percent 
strongly disagree. 
 
The Cronbach Alpha Coefficient for this construct is 0.87, aggregate mean was 3.3 
and the aggregate standard deviation was 0.96. 
 
5.2.2.4 Training and development 
Table 5.10 and figure 5.7 tests the contained variables about the how e-HR affects 
the perceptions of the user when working with e-HR in the training and 
development function.  
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Table 5.10 Training and development function when using e-HR 
Source: Survey questionnaire  
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Q5-1 
  
E-learning support 
employees to keep their 
knowledge and skills up to 
date. 
Count 2 4 10 16 8 
Percentage 5 10 25 40 20 
Q5-2 
  
The self service e-learning 
opportunities have proved 
effective and efficient. 
Count 2 8 15 13 2 
Percentage 5 20 37.5 32.5 5 
Q5-3 
  
e-HRM provides sufficient 
opportunities for employees 
career planning and 
development. 
Count 2 8 17 11 2 
Percentage 5 20 42.5 27.5 5 
Q5-4 
  
The employees have been 
provided with necessary 
resources and sufficient 
training to be able to use e- 
HR technology. 
Count 2 15 10 11 2 
Percentage 5 37.5 25 27.5 5 
Q5-5 
  
E-learning has been 
implemented throughout the 
organisation? 
Count 4 15 9 6 6 
Percentage 10 37.5 22.5 15 15 
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Figure 5.7 Training and development function when using e-HR 
Source: Model developed by researcher 
 
40 percent agree e-learning support employees to keep their knowledge and skills 
up to date; 25 percent neither agree nor disagree; 20 percent strongly agree; ten 
percent disagree and five percent strongly disagree. 
 
37.5 percent neither agree nor disagree that the self service e-learning 
opportunities have proved effective and efficient; 32.5 percent agree; 20 percent 
disagree; five percent strongly disagree and five percent strongly agree. 
 
42.5 percent neither agrees nor disagree that e-HR provides sufficient 
opportunities for employees career planning and development; 27.5 percent agree; 
20 percent disagree; five percent strongly agree and five percent strongly 
disagreeing. 
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37.5 percent disagree that e-learning has been implemented throughout the 
organisation; 22.5 percent neither agree nor disagree; 15 percent both agree and 
strongly agree and ten percent strongly disagree. 
 
The Cronbach Alpha Coefficient for this construct is 0.81, aggregate mean was 3.1 
and the aggregate standard deviation was 1.05. 
 
5.2.2.5 Employee relations 
Table 5.11 and figure 5.8 tests the contained variables about the how e-HR affects 
the perceptions of the user when working with e-HR in the employee relations 
function.  
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Table 5.11 Employee relations function when using e-HR 
Source: Survey questionnaire  
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Q6-1 
  
E-HR processes is a flexible 
system that will meet the 
needs of all employees who 
have access to it? 
  
Count 5 4 15 14 2 
Percentage 12.5 10 37.5 35 5 
Q6-2 
  
The e-HR process evaluates 
the job satisfaction level of 
every employee in the 
organisation. 
  
Count 6 12 16 5 1 
Percentage 15 30 40 12.5 2.5 
Q6-3 
  
The e-HR increases 
employee commitment with 
the organisation. 
  
Count 3 13 17 7 0 
Percentage 7.5 32.5 42.5 17.5 0 
Q6-4 
  
The e-HR process ensures 
compliance with policy and 
procedures. 
  
Count 3 5 17 13 2 
Percentage 7.5 12.5 42.5 32.5 5 
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Figure 5.8 Employee relations function when using e-HR  
Source: Model developed by researcher 
 
37.5 percent neither agree nor disagree that e-HR processes is a flexible system 
that will meet the needs of all employees who have access to it; 35 percent agree; 
12 percent strongly disagree; ten percent disagree and five percent strongly agree. 
 
40 percent neither agree nor disagree that e-HR process evaluates the job 
satisfaction level of every employee in the organisation; 30 percent disagree; 15 
percent strongly disagree; 12.5 percent agree and 2.5 percent strongly agree. 
 
42.5 percent neither agree nor disagree that e-HR increases employee 
commitment with the organisation; 32.5 percent disagree; 17.5 percent agree and 
7.5 strongly disagree. 
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42.5 percent neither agree nor disagree that the e-HR process ensures compliance 
with policy and procedures; 32.5 percent agree; 12.5 percent disagree; 7.5 strongly 
disagree and five percent strongly agree. 
 
5.2.2.6 General – Productivity   
Table 5.12 and figure 5.9 tests the contained variables about the how e-HR affects 
the general productivity of the user and organisation when working with e-HR. 
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Table 5.12 General – Productivity when using e-HR 
Source: Survey questionnaire  
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Q7-1 Working with e-HR is clear and 
understandable. 
Count 0 7 12 18 3 
Percentage 0 17.5 30 45 7.5 
Q7-2 
  
The e-HR system has successfully 
implemented a self-service update 
of employees’ personal details? 
Count 1 4 14 17 4 
Percentage 2.5 10 35 42.5 10 
Q7-3 
  
The implementation of e-HR has 
improved the total quality of HR 
support to employees. 
Count 1 8 17 14 0 
Percentage 2.5 20 42.5 35 0 
Q7-4 
  
The implementation of e-HR has 
improved the efficiency of 
administration and increased 
productivity. 
Count 3 7 12 18 0 
Percentage 7.5 17.5 30 45 0 
Q7-5 
  
It is easy to obtain management 
information from e-HR and the 
data held within e-HR are 
accurate. 
Count 0 7 14 16 3 
Percentage 0 17.5 35 40 7.5 
Q7-6 
  
The e-HR has been able to reduce 
time and overhead costs. 
Count 2 8 15 13 2 
Percentage 5 20 37.5 32.5 5 
Q7-7 
  
The e-HR process allows your 
company to leverage your 
investment in current systems. 
Count 0 8 16 15 1 
Percentage 0 20 40 37.5 2.5 
Q7-8 
  
Policies formulated under e-HR 
technology are easy to 
comprehend, credible and are 
user friendly. 
Count 0 10 18 11 1 
Percentage 0 25 45 27.5 2.5 
Q7-9 
  
The e-HR works towards 
forecasting HR needs and 
reducing the workload of people 
management. 
Count 2 11 11 13 3 
Percentage 5 27.5 27.5 32.5 7.5 
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Figure 5.9 General – Productivity when using e-HR 
Source: Model developed by researcher 
 
45 percent agree that working with e-HR is clear and understandable; 30 percent 
neither agree nor disagree; 17.5 percent disagree and 7.5 strongly agree. 
 
42.5 percent agree that the e-HR system has successfully implemented a self 
service update of employees’ personal details; 35 percent neither agree nor 
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disagree; ten percent strongly agree; ten percent disagree and 2.5 percent strongly 
disagree. 
 
42.5 percent neither agree nor disagree that the implementation of e-HR has 
improved the total quality of HR support to employees; 35 percent agree; 20 
percent disagree and 2.5 percent strongly disagree. 
 
45 percent agree that the implementation of e-HR has improved the efficiency of 
administration and increased productivity; 30 percent neither agree nor disagree; 
17.5 disagree and 7.5 strongly disagree. 
 
40 percent agree that it is easy to obtain management information from e-HR and 
the data held within e-HR are accurate; 35 percent neither agree nor disagree; 
17.5 disagree and 7.5 strongly agree. 
 
37.5 percent neither agree nor disagree that e-HR has been able to reduce time 
and overhead costs; 32.5 percent agree; 20 percent disagree; five percent strongly 
agree and five percent strongly disagree. 
 
37.5 percent agree that e-HR process allows the company to leverage their 
investment in current systems; 40 percent neither agree nor disagree; 20 percent 
disagree and 2.5 percent strongly agree. 
 
45 percent neither agree nor disagree that policies formulated under e-HR 
technology are easy to comprehend, credible and are user friendly; 27.5 percent 
agree; 25 percent disagree; 2.5 percent strongly agree. 
 
32.5 percent agree that e-HR works towards forecasting HR needs and reducing 
the workload of people management; 27.5 percent neither agree nor disagree; 27.5 
percent disagree; 7.5 percent strongly agree and five percent strong disagree. 
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The Cronbach Alpha Coefficient for this construct is 0.85, aggregate mean was 3.2 
and the aggregate standard deviation was 0.89. 
 
5.2.3 Summary of the results 
All work occurs in a system of interconnected processes and therefore variation 
exists in all process and understanding and reducing variation are keys to success. 
Work gets done in any organisation through processes – systematic ways of doing 
things that achieve desired results.  Understanding processes provides the context 
for determining the effects of variation and the proper type of action to be taken.   
 
A correlation of 0 indicates that the two variables have no linear relationship to 
each other. Thus, if one changes, we cannot reasonably predict what the other 
variable might do. 
 
A correlation coefficient of +1 indicates a perfect positive linear relationship; as one 
variable increases, the other will also increase proportionately.  A correlation 
coefficient of -1 also shows a perfect linear relationship, except that as one variable 
increases, the other decreases. 
 
The normal distribution is described by the familiar bell-shaped curve.  The normal 
distribution is symmetric and has the property that the median equals the mean.  
Thus, half the area falls above the mean and half below it.  Although the range of x 
is unbounded, meaning that the tails of the distribution extend to negative and 
positive infinity, most of the density is close to the mean. It is characterised by two 
parameters, the mean, the location parameter, and the variance, the scale of the 
parameter. 
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Thus as the location parameter changes, the location of the distribution on the x-
axis also changes, and as the scale parameter is decreased or increased, the 
distribution becomes narrower or wider respectively (Evans, 2007). 
5.2.3.1 Hypothesis formulation and the significance level  
Type one error is generally denoted by  and is called the level of significance of 
the test.  This probability is essentially the risk that you can afford to take in making 
the incorrect conclusion that the alternative hypothesis is true when in fact the null 
hypothesis is true. 
 
The confidence coefficient is 1 - , which is the probability of correctly failing to 
reject the null hypothesis.  For a confidence coefficient of 0.95, this means that 
once can expect 95 out of 100 cases to support the null hypothesis rather than the 
alternate hypothesis.  Commonly used levels for  are 0.10, 0.05, and 0.01, 
resulting in confidence levels of 0.90, 0.95, and 0.99, respectively (Evans, 2007). 
 
5.2.3.2 Resource Management 
The influence on the HRM function when e-HR technology is used 
 
Hypothesis H1 stipulated that the employing e-HR technology within the HRM 
function helps the function run more efficiently.  The null hypothesis formulated in 
this regard was: 
 
HO1: Employing e-HR technology within the HRM function does not help the 
function run more efficiently.  
 
The empirical results show that we reject the HO1 and accept H1 as the 
respondents did think that employing e-HR technology within the HRM function 
helps the function run more efficiently. 
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One variable showed that the respondents were indecisive when they answered if 
the e-recruitment process, recruit staff in ways consistent with policy.    
5.2.3.3 Compensation and rewards 
 
The influence on the compensation and rewards function when e-HR technology is 
used 
 
Hypothesis H2 stipulated that the employing e-HR technology within the 
compensation and rewards management function helps the function run more 
efficiently.  The null hypothesis formulated in this regard was: 
 
HO2: Employing e-HR technology within the compensation and rewards  
 management function does not help the function run more efficiently   
 
The empirical results show that we reject the HO2 and accept H2 as the 
respondents did think that employing e-HR technology within the compensation 
and rewards management function helps the function run more efficiently. 
 
One variable showed that the respondents were indecisive when they answered 
the compensation framework implemented by the e-HR allows you to calculate 
incentives and commissions for the employee online. 
 
5.2.3.4 Performance management  
 
The influence on the performance management function when e-HR technology is 
used 
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Hypothesis H3 stipulated that employing e-HR technology within the performance 
management function helps the function run more efficiently.  The null hypothesis 
formulated in this regard was: 
 
HO3: Employing e-HR technology within the performance management function  
 does not help the function run more efficiently     
 
The empirical results show that we reject the HO3 and accept H3 as the 
respondents did think that employing e-HR technology within the performance 
management function helps the function run more efficiently. 
 
5.2.3.5 Training and development 
 
The influence on the training and development function when e-HR technology is 
used 
 
Hypothesis H4 stipulated that employing e-HR technology within the training and 
development management function helps the function run more efficiently.  The 
null hypothesis formulated in this regard was: 
 
HO4: Employing e-HR technology within the training and development  
 management function does not help the function run more efficiently     
 
The empirical results show that we reject the HO4 and accept H4 as the 
respondents did think that employing e-HR technology within the training and 
development management function helps the function run more efficiently. 
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Two of the variables answered showed that e-learning has not been implemented 
throughout the whole organisation and that employees have not been provided 
with necessary resources and sufficient training to be able to use e-HR technology. 
 
5.2.3.6 Employee relations 
 
The influence on the employee relations function when e-HR technology is used 
 
Hypothesis H5 stipulated that there is a positive impact on employee relations 
function when e-HR technology is used.  The null hypothesis formulated in this 
regard was: 
 
HO5: There is no positive impact on employee relations when e-HR technology is 
 used.  
 
The empirical results show that we can neither reject the H05 nor accept H5 as the 
respondents did and did not think that there is a positive or no positive impact on 
employee relations when e-HR technology is used. 
 
35 percent of the respondents did think that an e-HR process is a flexible system 
that will meet the needs of all employees who have access to it and 32.5 percent 
thought that e-HR process ensures compliance with policy and procedures.  
 
30 percent of the respondents did not think that the e-HR process evaluates the job 
satisfaction level of every employee in the organisation and 32 percent also did not 
think that e-HR increases employee commitment with the organisation.  
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5.2.3.7 General – Productivity when using e-HR 
 
The influence on productivity when e-HR technology is used 
 
Hypothesis H6 stipulated that there is a positive impact on the productivity when 
working with e-HR technology.  The null hypothesis formulated in this regard was: 
HO6: There is no positive impact on the productivity when working with e-HR  
 technology.  
 
The empirical results show that we reject the HO6 and accept H6 as the 
respondents did think that there is a positive impact on the productivity when 
working with e-HR technology. 
 
One variable showed that the respondents did not think that e-HR works towards 
forecasting HR needs and reducing the workload of people management. 
   
5.3 CHAPTER SUMMARY 
 
In this chapter, the results of the empirical study were analysed and presented. Bar 
graphs and pie charts were used to illustrate the data obtained from the completed 
questionnaires. In the last chapter, the summary, conclusions and 
recommendations are made. 
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CHAPTER 6 :  FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 
 
6.1 INTRODUCTION 
 
E-HR changed the work and the environment by being connected 24 hours, 
telecommuting (working from home), flexible working environments, virtual teams, 
continuous learning and self paced learning for employees in a business. 
 
DeNisi and Griffin (2005) asked the following question, “Have these new 
applications of technology made HRM easier?”  Clearly, it is easier now for 
management to deliver information and communicate with employees.  But the 
openness of communication also means that employees can communicate with 
management, and this presents new challenges to managers.   
 
Electronic systems for communication and monitoring also bring up new 
challenges for the legal system, and have led to new discussions about ethics and 
privacy.  Thus, the new technology has made HRM easier in some ways but more 
complicated in others.  Have these new applications of technology made the 
management of HRM more effective?  This question is important, but there is little 
data addressing it.  
 
6.2 ANALYSIS OF RESEARCH FINDINGS 
 
The value of work which will be embarked on in the HR office, good or bad 
technology will establish the quality of work and how companies will influence their 
services to be able to disengage the true potential of their branch. 
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Reliability of the questions presented to the testing sample was statistically 
evaluated using the coefficient alpha.  All sections tested were above 0.7 except 
for compensation and rewards section which was 0.59. 
 
Measures obtained for each variable are reported clearly, following standard 
procedures. 
 
6.2.1 Resource Management  
Given the high cost in developing and retaining highly skilled talent in all fields, 
staff and applicants must feel that the company’s policy is aligned to their e-
recruitment policy.  
 
The p-value of Q2.1 vs Q2.2 is 0.21, one has little or no evidence against the null 
hypothesis if tested against variable Q2.1 vs Q2.2 (0.21); all other variables p-
values fall between 0.05 and 0.01, therefore there is very strong to moderate 
evidence against H01, therefore we reject the HO1 and accept H1.   
 
The e-induction could be manipulated as to see if the candidate is effective when 
using technology and how comfortable they are using a virtual induction as to a 
one-one induction process. 
 
6.2.2 Compensation and Rewards 
The e-performance management system could be integrated with the e-
compensation system; therefore the data can flow seamlessly when managers 
make use of the performance appraisal when making compensation decisions.  
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One variable showed that the respondents were indecisive when they answered 
the compensation framework implemented by the e-HR allows one to calculate 
incentives and commissions for the employee online. 
 
The p-value is 0.03 and 0.01, the variables p-values fall between 0.05 and 0.01, 
there is very strong to moderate evidence against H02, therefore we reject the 
HO2 and accept H2.   
 
Gherson and Jackson (2001) noted that if the company streamlines their salary 
planning process, this will reduce both time and costs, as can be observed when 
Dell was able to reduce time spent on the salary planning process by nearly 65 
percent (eight weeks to three weeks).  
 
6.2.3 Performance Management 
Linking the data from the e-selection to performance management or the other 
functions could better assess and improve the selection techniques employed by 
the organisation. 
 
The p-value is 0.08 and 0.03, therefore the variables p-values fall between 0.05 
and 0.01, there is suggestive to moderate evidence against H03, therefore we 
reject the HO3 and accept H3.   
 
There are many pitfalls regarding e-performance management (Griffith, 1993) but 
the following could be done to counter some of the feelings of the respondents: 
• The performance monitoring system should supply feedback to the 
employees instead of simply gathering information from them the whole time. 
• Do not let the data collected by the e-performance system be the sole source 
on which the performance appraisal is based upon. 
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• When rewards are based on computer metrics, the behaviour of the person is 
not captured – human beings are clever at determining what is rewarded and 
what is not. 
• Working with employees to determine what data is needed to help them be 
more effective in their jobs and update the data collected to support continued 
performance improvement. 
• A system designed so that employees’ data can be reviewed on multiple 
levels of detail.  Therefore the employees can see relationships based on 
their measured behaviours, performance expectations and rewards. 
 
6.2.4 Training and Development 
Best practices regarding e-learning from Johnson and Gueutal (nd) are: 
• Course design and sound learning practices should underline the design of 
the online courses.  E-learning simply does not mean putting existing 
materials online. 
• Design a course that is interactive with other employees that will promote 
contact and interaction.  This can improve organisational learning and 
promote development of communities and knowledge networks. 
• Consider using a blended learning exercise as this may help some 
employees overcome inherent feelings of isolation by bringing other leaner’s 
together for the portions of the learning exercise. 
• Providing the necessary training that will help the employees manage an on 
online environment and to manage themselves in their learning environment 
that is less structural than a traditional classroom.  
 
The p-values fall between 0.05 and 0.01, there is moderate to very strong evidence 
against H04, therefore we reject the HO4 and accept H4.   
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Two of the variables answered showed that e-learning has not been implemented 
throughout the whole organisation and that employees have not been provided 
with necessary resources and sufficient training to be able to use e-HR technology. 
 
6.2.5 Employee Relations 
Within the employee relations function, e-HR needs to employ a method that will 
evaluate each employees job satisfaction level in the organisation, finding out what 
they care about, what they concerned about and what they think  their manager 
and of the organisation buy conducting employee opinion surveys on a monthly 
basis.  
 
35 percent of the respondents did think that an e-HR process is a flexible system 
that will meet the needs of all employees who have access to it and 32.5 percent 
thought that e-HR process ensures compliance with policy and procedures.  
 
30 percent of the respondents did not think that the e-HR process evaluates the job 
satisfaction level of every employee in the organisation and 32 percent also did not 
think that e-HR increases employee commitment with the organisation.  
 
The p-values fall between 0.05 and 0.01, there is moderate to very strong evidence 
against H05, therefore we reject the HO5 and accept H5.   
 
6.2.6 Productivity 
Improvements in technology have allowed staff to work remotely, with those in the 
HR department able to carry out tasks either from home or other locations around 
the world.  This has led to businesses getting the most out of their staff, increasing 
their flexibility and producing better results. 
 
 84 
 
One variable showed that the respondents did not think that e-HR works towards 
forecasting HR needs and reducing the workload of people management. 
 
The p-values fall between 0.05 and 0.01, there is moderate to very strong evidence 
against H06, therefore we reject the HO6 and accept H6.   
 
6.3 OBJECTIVES 
 
One of the objectives and considerations to take into account is that today’s HRM 
systems are embracing the latest trends in software.  Some of the recent state-of-
the-art features include alert technology, conditional workflow and e-mail based 
actions.  As a company upgrades or adding to its HRM system, consider selecting 
a partner whose systems use any or all of these time and money saving 
technologies.  Not only will this allow the business to improve how one executes 
today’s business processes, but it will also prepare the foundation one will need for 
continuing to add capabilities, efficiencies and speed in a business environment 
that only promises to be more demanding.  
 
By having a set of guiding principles, and following them, the organisation creates 
a framework that allows for principle-centered policies, procedures and decisions. 
 
The purpose or the objective in providing the necessary research for businesses 
would be to: 
• Raise the level of awareness and product knowledge amongst employees 
and to create enthusiasm for the business’s HR department within the 
organisation. 
• Provide 24-hour access to employees for operational purposes 
• Provide means of communication to employees’ 
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6.4 LIMITATIONS 
 
Limitations regarding the literature review were that during the research processes, 
the researcher found it difficult to find information on how e-HRM affects the 
businesses within South Africa, and mostly found the information researched from 
outside contributors and studies done in overseas countries and companies.  
There was only one article written by Lengnick-Hall and Moritz (2003) on the 
impact of e-HR on the HRM function. 
 
The researcher found it sometimes difficult when searching the topic of e-HRM, 
because e-HRM and HRIS sometimes not clearly defined and overlapped each 
other.  The acronym e-HR when typed in the search box within a search engine 
also brings up articles associated with electronic health records within the health 
practice.  
 
Couple of limitations regarding the empirical study, was that the study was only 
conducted within one business and this could lead to generality being made as the 
study did not take-in consideration small and medium companies operating in 
South Africa.  The sample size of 40 could have been bigger as the more 
respondents the researcher can draw together the better the factor analysis can 
be.  
 
6.5 RECOMMENDATIONS 
 
The impact that e-HR will have when implemented as shown in the research within 
the literature review and summary of the results from the questionnaires that were 
sent out, that the researcher has identified inefficiencies regarding the delivery of 
this benefit to the intended employees.   
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The inefficiencies are mainly due to lack of communication, adherence and the 
awareness of the policy that governs the acquisition and use of this benefit and 
inadequate controls that increase the risk of revenue loss within the organisation. 
   
An important implication of the transformation will be that it may change the HR 
professional’s competencies as they must master it in order to be successful.   
 
The adoption of an e-HR management system should be a strategic decision of an 
organisation. The design and implementation of an organisation's e-HR 
management system is influenced by: 
• Its organisational environment, changes in that environment, and the risks 
associated with that environment 
• Its varying needs 
• Its particular objectives 
• The processes it employs 
• Its size and organisational structure 
 
For an organisation to function effectively when implementing e-HR system, it has 
to determine and manage numerous linked activities. An activity or set of activities 
using resources, and managed in order to enable the transformation of inputs into 
outputs, can be considered as a process. Often the output from one process 
directly forms the input to the next. 
 
The application of the e-HR system of processes within an organisation, together 
with the identification and interactions of these processes, and their management 
to produce the desired outcome, can be referred to as the “process approach”. 
 
An advantage of the process approach is the ongoing control that it provides over 
the linkage between the individual processes within the system of processes, as 
well as over their combination and interaction. 
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It is advised that the organisation should:  
• Determine the processes needed for the e-HR system and the application 
throughout the organisation, 
• Determine the sequence and interaction of the processes, 
• Determine criteria and methods needed to ensure that both the operation and 
control of these processes are effective, 
• Ensure the availability of resources and information necessary to support the 
operation and monitoring of these processes, 
• Monitor, measure where applicable, and analyse these processes, and 
• Implement actions necessary to achieve planned results and continual 
improvement of these processes,  
when e-HR systems are introduced into the organisations working environment 
processes. 
 
6.5.1 Managerial implications 
6.5.1.1 Communication 
With the implementation of e-HR, the technology will change how we communicate 
in business with our own staff but with people on the outside additionally.  
 
Kirsten Wolberg, chief information officer of Salesforce.com, told 
Computerworlduk.com that a collaboration application called Chatter is used 
across its departments and in offices around the world. 
 
“An employee’s level, function and country do not matter; they all have access to 
one another.  This democratizes an employee’s contribution to the company and 
access to information,” she noted. 
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HR departments will now use their own internal web space to create company 
blogs and intranet pages, keeping staff in the loop about not only their own 
department but others around the business.  This means that employees feel like 
they are part of a bigger operation, improving morale and helping them to work 
towards a bigger goal. 
 
Digital signage is making your bulletin board go digital (plasma screen) and thus 
communicating visually with employees. 
 
Research has indicated that the amount of time a person sees a message or an 
advertisement will depend on how much the person learns about it. 
 
6.5.1.2 The economy  
The economy is affected, and all companies are realising cost savings through 
reduced travel.  The use of Web cams and virtual technology presents an 
inexpensive way for nearly every company to use it in some way.  The human 
resources functions that will be transformed included recruiting, training, managing 
and participating in remote leadership team meetings. 
 
6.5.1.3 Adopting sound policies  
Implementation of e-HR systems and how the work culture will affect the 
acceptance of these systems, as a system designed in Europe or North America 
may not work in South Africa or other parts of the world as it will be with beliefs 
about the organisations obligations to employees, data security and privacy, and 
the role of HR. 
 
There are different laws and policies within different countries and can significantly 
affect the design and implementation of the e-HR. 
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The global corporations should design a balance between their global consistency 
and local flexibility when implementing new technology. 
 
Failing to modify certain procedures or policies could lead to employees feeling 
that the company no longer entrusts them with certain responsibilities and this 
could lead to low morale and the turnover can be affected. 
  
6.5.1.4 Security of data  
The implementation of e-HR will affect how data will be secured as to not fall into 
the wrong hands. 
 
In 2011 when a host of firms were hacked by the likes the Anonymous and 
LulzSec, it was highlighted that there needs to be good security procedures 
throughout an organisation’s technology set-up. 
 
These data breaches let to millions of people’s information being stolen, including 
names, addresses and bank details.  It also had immeasurable knock-on effects to 
the companies which were targeted, with consumers asking themselves whether 
the companies could be trusted with their data in the future.  
 
6.5.1.5 Social networks 
E-HR can targeted communications via social networking, online webcasts and 
other targeted communications, which can help minimize the loss of touch with the 
applicant. 
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6.5.1.6 Personal relationships 
With the implementation of e-HR there could be a loss of personal relationships 
with applicants when recruiting via e-recruitment as this more impersonal when 
done via the web and this leads to a barrier to communication.   
 
6.5.2 Future research 
Companies are going green and it is increasingly imperative that those systems 
which are in place in HR – and across the company as a whole – meet green 
standards. 
 
Cutting the carbon footprint of an organisation is one of the major buzzwords at this 
moment, and the process has huge benefits to not only the environment but to the 
business in question, allowing the HR department to align itself with the 
organisation’s strategic goals. 
 
Reducing outgoings in the HR department through this method will free up more 
cash for other incentives, which will benefit the business in other ways, with some 
companies even employing people in specialised positions within HR to take care 
of green technology.  
 
6.6 CHAPTER SUMMARY 
Globalisation is propelling us to the point where the diverse workforce, worksite 
flexibility, and technology will make immaterial the actual location where work is 
accomplished. 
 
A company needs to be able to survive in the ever changing working environment 
regarding streamlined processes, therefore e-HRM will be complex and not easy to 
implement. In order for e-HRM to be effective and efficient, it is imperative to align 
any investment in e-HR with the company’s strategy, goals and policies. 
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ANNEXURE 1:  THE QUESTIONNAIRE COVERING LETTER  
 
 
 
Dear Respondent 
 
I am a post-graduate student studying towards my MBA (Masters in Business 
Administration) at the Nelson Mandela Metropolitan University Business School.  
The topic of my research project involves the impact of the implementation of e-
HRM on the human resource management function. We believe that this study 
would make a contribution to increasing/ improving organisational efficiency and 
effectiveness in the workplace. The empirical results of the study will be made 
available to the participants on request. 
 
You are part of our selected sample of respondents whose views we seek on the 
above mentioned matter. We would therefore appreciate it if you could answer a 
few questions in this regard, which should not take more than ten to fifteen minutes 
of your time. Your responses will be strictly confidential and data from the survey 
will be reported only in the aggregate. Your information will be coded and remain 
strictly confidential and the information gathered will not be used against any 
organisation in any way.  Please return the completed questionnaire by the 20th of 
September 2011.  
 
We thank you in advance for your highly appreciated contribution towards 
this study. 
 
There are no correct or incorrect answers. Please answer the questions as 
accurately as possible. For each statement, mark the number which best describes 
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your experience. For example, if you strongly agree or strongly disagree with the 
statement, click on the appropriate button. Click only on one answer for each 
statement, but answer ALL QUESTIONS please. 
 
Thank you very much. 
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ANNEXURE 2:  THE MEASURING INSTRUMENT  
 
QUESTIONNAIRE 
STUDY ON THE IMPACT OF THE IMPLEMENTATION OF E-HRM ON THE HRM 
FUNCTION 
PERSONAL DATA      
1. Gender Male   Female    
      
2. Race African   White    
 Coloured   Indian    
      
3. Educational Qualification: 
High School 
Certificate   Diploma    
 
Degree   Post Graduate    
 Masters   Doctorate    
RESEARCH QUESTIONNAIRE      
Please indicate the extent to 
which you agree or disagree with 
the following statements. 
   
  
A = Strongly disagree      
B = Disagree      
C = Neither agree nor disagree      
D = Agree      
E = Strongly agree 
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STATEMENTS A B C D E 
RESOURCE MANAGEMENT      
4 The e- HR technology has 
reduced the time and effort in 
preparing the job description and 
job specification. 
      
    
5 The pre-selection stage, 
interviewing and other 
assessment activities done via e-
HR process are effective. 
      
    
6The e-recruitment process, 
recruit staff in ways consistent 
with policy. 
      
    
7 The use of e-induction has 
increased the efficiency level of 
the employees. 
      
    
8 The candidate application 
maintained and recorded online 
has made the applicant tracking 
system easily accessible. 
      
    
COMPENSATION AND 
REWARDS           
9 The wage and salary 
administration has proved 
effective in the e-HR technology. 
      
    
10 After implementing e-HR the 
salaries are paid on time and 
more accurately. 
 
      
    
 102 
 
11 The recording of employee 
absence, annual leave and sick 
leave etc via the e-HR system 
has improved the payroll 
process? 
      
    
12 The compensation frame 
work implemented by the e- HR 
allows you to calculate incentives 
and commissions for the 
employees online. 
      
    
PERFORMANCE 
MANAGEMENT           
13 The e-HR technology helps in 
communicating the 
organisational values and culture 
changes made within the 
organisation. 
      
    
14 e-HR has been able to select 
and build high level performing 
teams. 
      
    
15 E-performance management 
motivates personnel and makes 
them feel part of the 
organisation. 
      
    
16 E- HR technology apply long 
term HR policies to improve 
organisational performances. 
      
    
17 The e-HR system enables the 
business to identify and develop 
individual talents and helps to 
improve performance? 
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TRAINING AND 
DEVELOPMENT           
18 E-learning support employees 
to keep their knowledge and 
skills up to date. 
      
    
19 The self service e-learning 
opportunities have proved 
effective and efficient. 
      
    
20 E-HR provides sufficient 
opportunities for employees 
career planning and 
development. 
      
    
21 The employees have been 
provided with necessary 
resources and sufficient training 
to be able to use e- HR 
technology. 
      
    
22 E-learning has been 
implemented throughout the 
organisation? 
      
    
EMPLOYEE RELATIONS           
23 E-HR processes is a flexible 
system that will meet the needs 
of all employees who have 
access to it? 
      
    
24 The e-HR process evaluates 
the job satisfaction level of every 
employee in the organisation. 
      
    
25 The e-HR increases 
employee commitment with the 
organisation. 
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26 The e-HR process ensures 
compliance with policy and 
procedures. 
      
    
GENERAL           
27 Working with e-HR is clear 
and understandable.           
28 The e-HR system has 
successfully implemented a “self-
service” update of employees’ 
personal details? 
      
    
29 The implementation of e-HR 
has improved the total quality of 
HR support to employees. 
      
    
30 The implementation of e-HR 
has improved the efficiency of 
administration and increased 
productivity. 
      
    
31 It is easy to obtain 
management information from e-
HR? 
      
    
32 The data on the e-HR system 
is accurate? 
   
  
33 The e-HR system has helped 
to reduce time and overhead 
costs. 
      
    
34 The e-HR process allows your 
company to leverage your 
investment in current systems. 
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35 Policies formulated under e-
HR technology are easy to 
comprehend, credible and are 
user friendly. 
      
    
36 The e-HR works towards 
forecasting HR needs and 
reducing the workload of people 
management. 
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ANNEXURE 3:  INTERNSHIPS GO VIRTUAL AS FIRMS SEEK WAYS TO SAVE  
 
Some cost-cutting employers are trying a novel alternative to the traditional student 
apprenticeship: virtual internships.  
Companies are hiring college students to work on projects from afar rather than 
relocating them for short-term assignments. The programs, dubbed e-internships, 
are a new way for companies and pending graduates to get connected.  
Employers are experimenting with the idea because more college students have 
access to computers, virtual work has become more commonplace and companies 
want to tap more-affordable labour sources. Firms can save money because the 
internships may be short in duration or unpaid. For example: 
- At Cardinal Health in Dublin, Ohio, college students in states such as 
Arkansas and Ohio have been hired for virtual internships. Using school 
computers, they've worked on data warehousing and other projects and 
searched for errors on Web sites. The students are paired with a mentor and 
are paid. The company is a provider of health care products and services.  
- Says Dennis Joseph, 23, a senior at Southern Arkansas University in 
Magnolia, who is testing applications as a virtual intern: "It tests your 
communication skills and shows you can work virtually." 
- International Truck and Engine, a maker of commercial trucks and diesel 
engines based in Warrenville, Ill., has launched a virtual internship program. 
Last year, four students at Hiram College in Hiram, Ohio, worked for the 
company and were supervised by phone and e-mail. The students, who each 
received $500, worked on a Web-marketing project.  
- "We get a lot of great work at a low cost," says Jim Clarke, manager of 
channel development in used truck operations. "The only thing is (that) they 
don't learn anything about the company culture. But it's a good recruiting tool." 
- At Edwards and Hill Communications in Baltimore, about 10 college students 
have participated in virtual internships. Using their own computers, the 
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students post casting notices online for the multimedia company, which runs a 
Web site catering to the entertainment industry.  
 
No one knows how many companies are offering virtual internships, but hiring 
experts say they're a creative approach that could catch on. 
And even though students may never set foot in the companies that hired them, 
the e-internships often retain the hallmarks of traditional programs. Students often 
have mentors, projects to work on and online brainstorming sessions with 
colleagues. 
"It was a pretty cool experience," says Guru Pinglay, 26, a technical support 
analyst at Cardinal Health who previously worked as a virtual intern and was hired 
in June. "The communication problems were more, but that was the only 
disadvantage." 
 
Source:   “Internships Go Virtual as Firms Seek Ways to Save,” USA  
  Today, October 22, 2002, p. 1B. 
  DeNisi, A. and Griffin, R.W. 2005. Human Resource Management 
  (2nd ed.) Boston New York:  Houghton Mifflin Company. pg.190 
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ANNEXURE 4:  USING COMPUTERS TO HIRE PEOPLE  
 
 
Source: DeNisi, A. and Griffin, R.W. 2005. Human Resource Management 
  (2nd ed.) Boston New York:  Houghton Mifflin Company. pg.224 
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ANNEXURE 5:  NISSAN NORTH AMERICA TRANSFORMS HR SERVICES  
 
Nissan North America Transforms HR Services 
SSON spoke to Dwain Stevens, Sr Manager of HR operations, Nissan North 
America, about their North American HR Shared Services strategy and how HR 
Technology played a pivotal role in cutting costs and adding value. 
 
SSON: I would like to start by asking you to explain Nissan North America’s 
HR shared services strategy. 
 
Dwain Stevens: Our strategy was not just to develop HR shared services, it was to 
transform human resources throughout the entire company, to add more to the 
business. As part of that transformation strategy, one of the end products was to 
develop shared services, and the strategy for the shared services was to basically 
standardize all the HR practices as much as possible throughout the company, as 
well as remove any administrative, transactional-type tasks from the HR personnel 
within the different locations. 
 
How have you leveraged technology to transform HR and effectively lower 
costs? 
 
In the past we didn’t have an effective way to share information with all employees 
that was HR-centric. We had an employee intranet, but because of the way that it 
was technically designed, all the employees didn’t have access to it, just certain 
employees. So we needed technology, a dynamic employee portal, where we 
could put all kinds of HR-related information, and make it available to employees 
24/7. That way, when people have a question, they can look for the answer 
themselves via any computer—and most of our employees do have computers, 
whether at work or at home. What’s more, if people needed to make some sort of 
change that was HR or benefits-related related, they could go online, make those 
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changes themselves and not have to wait for someone in HR to fill out the forms, 
enter that data, make that change and then see the change take effect later on. 
Online access has improved everybody’s lives—helping employees obtain the 
information faster, because of the transactions being faster. It has also eliminated a 
lot of duplicate entry and non-value-added tasks from HR. 
 
But you moved to a different technology platform, and what was the 
business case for doing that? 
 
The business case was to save money in a much more efficient and effective way. 
We carried out an analysis to find out how a portal could help us do that or how 
can a shared services center could do that. And we ran the numbers, and 
believed—and have confirmed—that it did make us more effective and much more 
efficient. 
 
What technology requirements did you choose, and why did you choose 
them? 
 
Our technology requirements were an employee portal that was available 24/7, and 
was available to 100 percent of our employees. We wanted single sign-on 
capabilities, and we wanted it to be HR-centric—in other words, we didn’t want 
generic or standard service center portal or call tracking technology. We wanted an 
integrated solution—not two separate solutions that we would have to integrate 
ourselves. And, again, single sign-on capabilities, which then directly tie to our 
HRMS system—those were the primary requirements. After extensive research, 
including lots of analysis, and lots of demos, we chose the Enwisen AnswerSource 
HR Service Delivery suite, because it met our technology requirements, and it was 
a great value. 
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Fantastic, and what were the challenges in moving to the new platform and 
integrating the new system? 
 
The main challenge that any organization faces is change. Since we were basically 
transforming human resources, we were going to change the way in which HR 
services were delivered throughout the entire company. It affected employees, the 
managers and especially the HR people. We found that communicating what we 
were doing, and when and how, and doing it in a way that encouraged the 
employees to believe that it was going to be better for the entire company worked 
best. That was one of the major changes, because if you think about it, we were 
going to change their jobs, what they did, where they did it and the technology that 
they used. We basically upset their entire world. And then from the employees’ 
perspective, they were used to seeing HR people, more HR people in the facility 
answering their questions, instead of looking for information on their own. So, 
through the technology we encouraged employees to do more for themselves. That 
was a big challenge. Many people, including myself, like somebody to hold their 
hand. 
 
Do you think you’ve mastered that now and has it been really accepted at 
ground level? 
 
I think that it has definitely been accepted, because I would say that while they 
don’t have any choice but they still have the HR people in the affiliates. But what 
HR people are doing in the plants is very different to what they were doing before. 
And it is still accepted because our call volume is still steady, and at times it grows. 
When we have HR initiatives, we do a very good job of communicating what those 
initiatives are—it could be a simple benefits change, it could be a massive benefits 
change, and it could be communications from the CEO. So when we communicate 
to the employees, they will call the service center. The service center has become 
a hub for many different types of initiatives when the employees have questions. 
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After the initial communication goes out, they direct the calls to the service center, 
for those kinds of things, as long as they are routine, and it has become much 
more accepted. 
 
What do you think are the major benefits of moving to the new platform, as 
well as integrating a multi-tier approach? 
 
The major benefits affect different groups of people differently. From an 
employee’s perspective, because we have a HR portal, a lot of HR-related 
information—for example, policies, even cafeteria menus—directly links into their 
pay system. They can see their pay slips to vendors, can find all kinds of 
information, such as what do they do when they have a baby, get married or just 
life events. With that technology, it encourages people to help themselves. People 
want information when they want it, and don’t want to have to wait for somebody 
else to provide it, so it improves their quality of life. 
 
Then when it comes to transactions, there’s less paper to fill out. For example, they 
don’t have to fill out the piece of paper with the change form—they do it online. So 
the problems of the form getting lost, or delays when somebody receives it to when 
somebody enters that information, are gone. It speeds up the transactional 
process, from the employee’s perspective. 
 
From HR perspective, since we removed that administrative/transactional stage 
from some of the HR people, we’re able to focus on different types of work. We 
have a group of people at the HR service center that focus on the administration as 
well as the transactional side, but we also partner in the service center with other 
groups of people, like the business affiliates, when they have a major change. We 
are their partners in the administering the change and we are partners with 
expertise when it comes to the conversation of benefits. Because we have data 
information, we know what the employees’ questions are and we partner with them 
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to share information to say, "here is what they like, here is what they don’t like," 
and they’re better able to come up with a better benefits change. And then from the 
business perspective, because we have become much more efficient, much more 
effective, we have saved money, and saved time. So, everybody wins: the 
employee, HR and the business. 
 
How much you have saved since integrating the system? Or can you put a 
percentage on it? 
 
I think the amount of money that we saved would be confidential, but let me say 
this: When we did the analysis of HR, we were in the bottom quartile of 
expenditures. That means we were spending more money than our peers. Since 
we have instituted the HR transformation, we are now in the top quartile, spending 
the least amount of money compared with our peers. 
 
How long did it take you to achieve that? 
 
The overall transformation, if you think about it from start to finish, was probably a 
couple of years—maybe two to three years—but  the transformation to the HR 
service center, which really saved the most money, was probably a year and a half 
from start to finish. If you look at total analysis from implementation, of the 
technology change, and the launch the service center that was about three to three 
and a half months. We did a few months prep work before that. 
 
What were some of your key performance indicators for measuring success? 
You have just explained cost-savings, but how are you tracking key 
performance indicators and how are you meeting them? 
 
Our primary KPIs are call-center related, and then service-related. For example, 
how quickly we answer the phones—that’s one KPI. The other KPI is to make sure 
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that people don’t abandon the call. So the first KPI is service levels; the second 
KPI is abandonment rate. And then the other key measure is first contact 
resolution, which is an indication of customer service. On all those three primary 
KPIs, we are at or above the world-class measures. 
 
How many CSRs do you have serving your population of 12,000 employees? 
 
How we are structured may be different to others, because of what tasks that we’re 
responsible for. We basically have three groups of people, and we follow the 
traditional tier terminology that many HR call centers use, or any kind of call center 
really does. Tier Zero is our HR knowledgebase portal technology; Tier One is the 
HR service center staff directly answering the phones from employees. For us, Tier 
Two is our benefits administrators, and then we have our COEs, which is Tier 
Three. For Tier One we have eight people for 12,000 employees and we have two 
people on nights; and although we might not get any calls at night we currently do 
it for employee relations. 
 
We are a non-union company, and want to maintain that, so we struck a balance 
between holding people’s hands and being available for people—that’s why we 
have the people at night. I would say this about having a HR centralized service 
center:  some people would say, ‘well, you took a HR person away from us in the 
plant.’ But what we really did, instead of one person being taken away from the 
plant, we added eight people available to you, basically 21 hours a day, five days a 
week. By adding eight customer service reps, we have more people available to 
take your calls, so that improves customer service for employees. 
 
Your self-service platform has obviously been quite effective, because if you 
can reduce it to eight people responding to 12,000 employees, would you 
agree with that? 
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Yes, I do, but it is hard to quantify how many people get their questions answered 
from the technology. We know how many people access the technology, but we 
don’t know how many people get their questions answered by it. We do know, 
because of the technology dashboards, that the portal does get a lot of use. When 
people call the service center, typically their questions are more complicated than 
just simple information, so that the length of calls is longer. That’s OK with us; 
that’s why we’re here, to answer those complex calls. I will also say that our Tier 
One people on the phones do other things besides answer calls, because call 
volume is unpredictable, and there are times when call volume is low. So we have 
taken administrative tasks that can be done in between calls, or we can take 
somebody off the phone to give them the time to do these administrative tasks. By 
taking on administrative tasks at Tier One, and it removes work from other higher, 
more expensive Tier Two and Three staff. And we have also centralized some of 
those tasks that used to be done by the local nationwide affiliates. So we are able 
to better utilize our resources. 
 
Are there any other metrics that you could share from the 'Win' HR project? 
 
Our service levels are in the mid 80s, so that means that we’re answering 84-85 
percent of the calls within 60 seconds or less. Then our average talk time is four 
and a half to five minutes. Our first contact resolution rate is not as high as I would 
like, but there is a factor in there that is beyond our control. Our first contact 
resolution rate is when the rep is able to answer the first question at the first call: 
and that’s in the low to mid eighties, anywhere between 82-84 percent typically, 
sometimes higher. The reason it is not higher, is that we have partnered with other 
groups that don’t fall within the HR umbrella. For example, payroll does not fall 
under the HR umbrella, neither does a group of people called lease car, a benefit 
that we give our employees. Because we don’t have total access to the information 
that those groups do, and we’re the center point of contact, employees who call us 
with payroll-related questions, or their lease car questions require more time to 
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research. And we’re able to answer those questions anywhere between 60-70 
percent of the time, first contact resolution. But that brings the overall score lower. 
If we took out lease car, and if we took out payroll, our first contact resolution would 
be over the mid 90s. 
 
What other areas of HR do you see being transformed in the next two to 
three years? 
 
From the service center perspective, even from day one after we launched—we 
went live in September within three to four months—we started an initiative to 
change the way we provide health coverage. Instead of the traditional PPO plan, 
we went to a consumer-driven health plan, which is major change for how 
healthcare is delivered. Within 12 months the entire company was on this new 
CDHP health plan. Now that amount of work took a tremendous amount of time—
not just from our CEO, but from the service center, too, and we were able to do 
that within a year. And this was with a newly launched service center with new 
people and newly launched responsibilities and, we did that very effectively. 
 
So we have found ways to constantly standardize our processes, consolidate our 
policies, automate our processes, and streamline things—in other words, more 
ways of doing more with less. A good example for this is when we launched this 
new CDHP plan. When it came time for people to enroll—it was a mandatory 
enrolment for 13,000 employees at that time—and we were looking at how we 
were going to take the call volume, with eight reps, we considered hiring more reps 
and even outsourcing the Tier One calls. It was estimated that we needed 70 
people to take all the calls based on our population and the type of plan that was 
changing. Nissan is very frugal, that is part of our culture and we are very 
aggressive on cost, too. So, we literally hired 24 people ourselves, trained them, 
gave them some intensive training on the new technology as well as the new 
plans, and then with the right tools, the right training and the right time, they were 
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able to take the new call volume with the new CDHP enrolment. And our service 
levels, even though our call volume went up six times the average of the norm, our 
service levels were in the mid 90s, with only 24 additional people, which is a 
testimony to our people, as well as on how we did the training and how we 
partnered with our contractors but also a testimony to the technology that we used. 
 
The automobile industry was very affected through the recession. Have you 
seen any "green shoots" of recovery? 
 
Yes, HR really led the way in the re-engineering the efforts; it started a couple of 
years ago. The company has found ways of restructuring itself without affecting too 
many people. We hardly had any layoffs, we had people that volunteered to leave, 
and they were incentivized to do so—because we were very aggressive in our re-
engineering efforts, and our cost cutting. Again, this is without massive forced 
layoffs, so it put us in a position to save money. So we were able to turn around a 
profit. I think we lost it one quarter, and then we turned it around the following 
quarter. So it couldn’t have happened without that aggressive re-engineering, not 
just within HR but from the other parts of the organization. In fact, our market share 
had gone up during this recession, while others have lost it. This is without any 
government bail outs. 
 
Adapted from an interview on SSON. 
 
Source: http://www.humanresourcesiq.com/shared-    
  services/articles/nissan-north-america-transforms-hr-services/ 
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ANNEXURE 6:  CRONBACH COEFFICIENT ALPHA RESULTS  
 
Resource Management 
Summary for scale: Mean=16.2000 Std.Dv.=3.18812 Valid N:40 (extractresults_27092011_2)
Cronbach alpha: .725751 Standardized alpha: .728695
Average inter-item corr.: .361824
variable
Mean if
deleted
Var. if
deleted
StDv. if
deleted
Itm-Totl
Correl.
Alpha if
deleted
Q2-1
Q2-2
Q2-3
Q2-4
Q2-5
12.95000 6.997500 2.645279 0.428572 0.700965
12.92500 6.319375 2.513837 0.591605 0.635611
12.95000 6.047500 2.459167 0.588236 0.634698
13.15000 7.677500 2.770830 0.271481 0.758710
12.82500 6.844375 2.616176 0.583391 0.647247
Compensation and Rewards 
Summary for scale: Mean=14.1750 Std.Dv.=2.41669 Valid N:40 (extractresults_27092011_2)
Cronbach alpha: .603812 Standardized alpha: .591603
Average inter-item corr.: .280040
variable
Mean if
deleted
Var. if
deleted
StDv. if
deleted
Itm-Totl
Correl.
Alpha if
deleted
Q3-1
Q3-2
Q3-3
Q3-4
10.52500 4.249374 2.061401 0.276886 0.604059
10.50000 3.500000 1.870829 0.379794 0.537322
10.65000 2.727500 1.651514 0.566706 0.363657
10.85000 4.027500 2.006863 0.331611 0.570298
Performance Management 
Summary for scale: Mean=16.5000 Std.Dv.=3.89609 Valid N:40 (extractresults_27092011_2)
Cronbach alpha: .867504 Standardized alpha: .871473
Average inter-item corr.: .580936
variable
Mean if
deleted
Var. if
deleted
StDv. if
deleted
Itm-Totl
Correl.
Alpha if
deleted
Q4-1
Q4-2
Q4-3
Q4-4
Q4-5
13.05000 9.54750 3.089903 0.689395 0.840185
13.37500 10.18438 3.191297 0.662865 0.846395
13.30000 9.31000 3.051229 0.757631 0.822234
13.15000 10.12750 3.182373 0.762572 0.826298
13.12500 9.75938 3.124000 0.608069 0.862760
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Training and Development 
Summary for scale: Mean=15.5750 Std.Dv.=4.01208 Valid N:40 (extractresults_27092011_2)
Cronbach alpha: .814484 Standardized alpha: .822374
Average inter-item corr.: .484785
variable
Mean if
deleted
Var. if
deleted
StDv. if
deleted
Itm-Totl
Correl.
Alpha if
deleted
Q5-1
Q5-2
Q5-3
Q5-4
Q5-5
11.97500 10.27437 3.205367 0.625293 0.771661
12.45000 10.64750 3.263051 0.664833 0.762464
12.50000 10.80000 3.286335 0.656781 0.765586
12.67500 10.61938 3.258738 0.607082 0.777353
12.70000 10.21000 3.195309 0.506286 0.816357
Employee Relations  
Summary for scale: Mean=11.5250 Std.Dv.=3.02966 Valid N:40 (extractresults_27092011_2)
Cronbach alpha: .778825 Standardized alpha: .782227
Average inter-item corr.: .484597
variable
Mean if
deleted
Var. if
deleted
StDv. if
deleted
Itm-Totl
Correl.
Alpha if
deleted
Q6-1
Q6-2
Q6-3
Q6-4
8.425000 4.994375 2.234810 0.589869 0.724565
8.950000 5.047501 2.246664 0.677305 0.674591
8.825000 5.794375 2.407151 0.602721 0.720311
8.375000 5.784375 2.405073 0.483001 0.775365
 
General – Productivity when using e-HR 
Summary for scale: Mean=29.0250 Std.Dv.=5.44194 Valid N:40 (extractresults_27092011_2)
Cronbach alpha: .849515 Standardized alpha: .849167
Average inter-item corr.: .396557
variable
Mean if
deleted
Var. if
deleted
StDv. if
deleted
Itm-Totl
Correl.
Alpha if
deleted
Q7-1
Q7-2
Q7-3
Q7-4
Q7-5
Q7-6
Q7-7
Q7-8
Q7-9
25.60000 24.14000 4.913248 0.470629 0.843354
25.55000 23.64750 4.862870 0.509168 0.839775
25.92500 24.06938 4.906055 0.530594 0.837519
25.90000 22.74000 4.768648 0.574499 0.833208
25.65000 23.92750 4.891574 0.502461 0.840217
25.90000 21.69000 4.657252 0.706452 0.818218
25.80000 22.86000 4.781213 0.713342 0.820585
25.95000 24.69750 4.969658 0.454791 0.844331
25.92500 21.41937 4.628107 0.658646 0.823754
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ANNEXURE 7:  PEARSON CORRELATION COEFFICIENT 
 
Resource Management 
Correlations (extractresults_27092011_2)
Marked correlations are significant at p < .05000
N=40 (Casewise deletion of missing data)
Variable Means Std.Dev. Q2-1 Q2-2 Q2-3 Q2-4 Q2-5
Q2-1
Q2-2
Q2-3
Q2-4
Q2-5
3.250000 0.926809 1.000000 0.363106 0.288648 0.074185 0.557350
3.275000 0.933356 0.363106 1.000000 0.661963 0.219521 0.370379
3.250000 1.006390 0.288648 0.661963 1.000000 0.259612 0.418518
3.050000 0.932325 0.074185 0.219521 0.259612 1.000000 0.281288
3.375000 0.806623 0.557350 0.370379 0.418518 0.281288 1.000000
 
Compensation and Rewards 
Correlations (extractresults_27092011_2)
Marked correlations are significant at p < .05000
N=40 (Casewise deletion of missing data)
Variable Means Std.Dev. Q3-1 Q3-2 Q3-3 Q3-4
Q3-1
Q3-2
Q3-3
Q3-4
3.650000 0.769615 1.000000 0.403986 0.203926 -0.018810
3.675000 0.944281 0.403986 1.000000 0.335682 0.075804
3.525000 1.037440 0.203926 0.335682 1.000000 0.594611
3.325000 0.797030 -0.018810 0.075804 0.594611 1.000000
 
Performance Management 
Correlations (extractresults_27092011_2)
Marked correlations are significant at p < .05000
N=40 (Casewise deletion of missing data)
Variable Means Std.Dev. Q4-1 Q4-2 Q4-3 Q4-4 Q4-5
Q4-1
Q4-2
Q4-3
Q4-4
Q4-5
3.450000 1.011473 1.000000 0.605157 0.597811 0.690327 0.414651
3.125000 0.911114 0.605157 1.000000 0.567230 0.582371 0.456989
3.200000 0.992278 0.597811 0.567230 1.000000 0.657182 0.637071
3.350000 0.833590 0.690327 0.582371 0.657182 1.000000 0.546886
3.375000 1.054599 0.414651 0.456989 0.637071 0.546886 1.000000
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Training and Development 
Correlations (extractresults_27092011_2)
Marked correlations are significant at p < .05000
N=40 (Casewise deletion of missing data)
Variable Means Std.Dev. Q5-1 Q5-2 Q5-3 Q5-4 Q5-5
Q5-1
Q5-2
Q5-3
Q5-4
Q5-5
3.600000 1.081310 1.000000 0.638395 0.507266 0.491343 0.343053
3.125000 0.965760 0.638395 1.000000 0.551791 0.475580 0.397435
3.075000 0.944281 0.507266 0.551791 1.000000 0.507431 0.466492
2.900000 1.032796 0.491343 0.475580 0.507431 1.000000 0.429006
2.875000 1.244217 0.343053 0.397435 0.466492 0.429006 1.000000
 
Employee Relations 
Correlations (extractresults_27092011_2)
Marked correlations are significant at p < .05000
N=40 (Casewise deletion of missing data)
Variable Means Std.Dev. Q6-1 Q6-2 Q6-3 Q6-4
Q6-1
Q6-2
Q6-3
Q6-4
3.100000 1.081310 1.000000 0.643319 0.339014 0.423038
2.575000 0.984170 0.643319 1.000000 0.638094 0.308527
2.700000 0.853349 0.339014 0.638094 1.000000 0.486756
3.150000 0.975337 0.423038 0.308527 0.486756 1.000000
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General – Productivity when using e-HR 
Correlations (extractresults_27092011_2)
Marked correlations are significant at p < .05000
N=40 (Casewise deletion of missing data)
Variable Means Std.Dev. Q7-1 Q7-2 Q7-3 Q7-4 Q7-5 Q7-6 Q7-7 Q7-8 Q7-9
Q7-1
Q7-2
Q7-3
Q7-4
Q7-5
Q7-6
Q7-7
Q7-8
Q7-9
3.425000 0.873763 1.000000 0.386480 0.228189 0.360833 0.122573 0.391219 0.446468 0.321242 0.341378
3.475000 0.905468 0.386480 1.000000 0.318065 0.282224 0.354842 0.516800 0.379524 0.233606 0.324069
3.100000 0.810191 0.228189 0.318065 1.000000 0.639018 0.455828 0.344087 0.241244 0.226333 0.407076
3.125000 0.965760 0.360833 0.282224 0.639018 1.000000 0.217969 0.532646 0.427162 0.320621 0.364102
3.375000 0.867874 0.122573 0.354842 0.455828 0.217969 1.000000 0.309745 0.392272 0.514325 0.433111
3.125000 0.965760 0.391219 0.516800 0.344087 0.532646 0.309745 1.000000 0.758939 0.220687 0.640318
3.225000 0.800240 0.446468 0.379524 0.241244 0.427162 0.392272 0.758939 1.000000 0.374877 0.700029
3.075000 0.797030 0.321242 0.233606 0.226333 0.320621 0.514325 0.220687 0.374877 1.000000 0.325562
3.100000 1.057331 0.341378 0.324069 0.407076 0.364102 0.433111 0.640318 0.700029 0.325562 1.000000
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